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Letters 
Work group should form 
We read with interest the comments in the 

summer issue of Ranger regarding Ranger 

Careers and uses of the various park ranger 

position descriptions. We are the core team that 

was heavily involved in the multiyear effort to 

develop Ranger Careers. It is our collective view 

that Ranger Careers was a great leap forward 

for NPS, parks and all rangers, although 

its implementation has not been perfect. 

As retired, longtime rangers, we still have a love 

and dedication to rangering that we are certain 

to take to our graves. Since there is obviously 

more to do regarding Ranger Careers, we would 

like to pose the following questions: 

1. Would ANPR be interested in put

ting together a work group to delve into the 

details and craft strategies that will be neces

sary if ANPR is to lobby NPS successfully 

for more and better use of all the Ranger 

Careers positions? (The P/I positions were 

designed to be largely transitional positions. 

Benchmark positions above the journeyman 

level were drafted but never implemented). 

2. Since NPS is using only Volume I 

of Ranger Careers, and Volume II (Career 

Management) and Volume III (untitled, 

describing occupational replenishment and 

individual development) were also drafted, 

would ANPR be interested in pursuing 

an effort to complete Ranger Careers by 

reinvigorating II and III? 

It seems to us that a work group made 

up largely of persons in the middle of their 

careers would be most effective in this effort. 

We retirees are amenable to serving in resource 

and information capacities to any group that 

ANPR may develop. 

Bill Sanders, Birdsboro, Pennsylvania 
Dick Martin, Palo Cedro, California 

Jim Brady, Durango, Colorado 

sdJSEBS-
Share your views! 
Signed letters to the editor of 100 words or 
less may be published, space permitting. Please 
include address and daytime phone. Ranger 
reserves the right to edit letters for grammar 
or length. Send to foraedit@aol.com or Editor, 
25958 Genesee Trail Road, PMB 222, Golden, 
CO 80401. 

What can ANPR membership 

The Association of National Park Rangers is an organization looking out for your interests 

for more than 30 years. As a member, you have access to many benefits. Included are: 

V Quarterly Ranger magazine with thought-
provoking articles 

V Employee voice to upper management and 
Capitol Hill 

•T Affordable health insurance 
V Annual Ranger Rendezvous with professional 

workshops and more 
V Training courses at Rendezvous 
V Facilitated mentoring program 
V Access to partner organizations 
V Social functions with all disciplines from NPS 
V Sales items that enhance pride and morale 

If you want to have an avenue to express issues 
that are important to you and your career, become 
an active member of ANPR — and make things 
happen! 

For more information: visit the ANPR website at www. 
anpr.org or contact the business office: ANPRweb@ 
aolcom •(303)526-1380. 

Prospective members, see the membership form 
on the inside back cover. 
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President's Message 

In 2007 ANPR undertook a survey of NPS 
employees, with funding from Mike Finley 
and the Turner Foundation and expertise 

from Mark Saferstein and the American Park 
Network. When respondents were asked 
"which of the following factors would encour
age you to join an NPS employee support 
organization?" training programs were rated 
second highest. 

ANPR is proud to announce at least two 
training programs — Situational Leadership 
and Introduction to Resource Stewardship 
— will be offered in conjunction with Ranget 
Rendezvous in Santa Fe this December. 

ANPR's survey found that leadership train
ing was one of the higher-ranked factors in 
the respondents' NPS jobs. If you are having 
difficulty successfully competing for work 
leader or supervisory jobs because you don't 
have any experience or training in supervision, 
then understanding Situational Leadership is 
a good place to start building your resume. 

This 16-hour training course is a current, 
comprehensive and practical method for ef
fectively managing and developing people, 
time and resources. The instructor, Art Eck, 
teaches from first-hand experience as an NPS 
supervisor and manager for more than 24 years. 
He retired as the deputy regional director for 
the Pacific West Region. 

Some 80 percent of class participants over 
the past year gave his humorous, real-life style 
their highest rating for presentation, stimula
tion and learning; 88 of 90 participants said 
they would recommend the class to co-workers. 
Eck has been an NPS leadership instructor 
since 1986, and he has trained more than 
3,000 national and state parks employees. 

Participants will receive 16 hours of certi
fied supervisory training. If you already are 
an NPS supervisor these hours count toward 
the required 40 hours of supervisory training 
per year. For more information on Eck's work 
and all the courses he offers, go to arteck4mtc. 
com/default.aspx. 

Also from ANPR's survey, respondents said 
that protecting the environment was one of the 
top priorities of their NPS job and personal 
priorities. In the NPS protecting the environ
ment means protecting natural and cultural 
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resources found within the National Park Sys
tem. Lntroduction to Resource Stewardship 
focuses employees and prospective employees 
on the natural and cultural resource steward
ship mission of the NPS and on resource 
protection by employees. 

It begins a discussion on the roles and 
responsibilities of all employees in carrying 
out the fundamental purpose of the agency. 
NPS history, strategic plan and goals, current 
management policies, principles and practices 
are covered through lectures, group discussions, 
case studies and field exercises. 

If you are hoping to become a career NPS 
employee, it will help you be mote competitive 
to understand some of the inner workings and 
priorities of the agency. If you are already a ca
reer NPS employee, understanding the agency 
you work in can have positive impacts on your 
career satisfaction and advancement. 

Lntroduction to Resource Stewardship 
will be coordinated and instructed by a team 
from the Horace Albright Training Center led 
by Jeri Hall, NPS training manager for natural 
and cultural resources. This course is the first 
in a four-part curriculum that "projects a phi
losophy of protection and interdisciplinary col
laboration for enhanced resource protection." 
It is meant for employees in all disciplines, not 
just those with park ranger or resource manager 
in their job title. The subsequent courses can 
be completed as one's career progresses. 

In 2007 the Office of Personnel Manage
ment surveyed federal employees and found 
that NPS employees' satisfaction with their 
training and development programs ranked 
203rd of 222 federal agencies surveyed. 

This issue of Ranger sheds light on the state 
of training in the NPS, why NPS employees 
seem to perceive their training programs less 
favorably than other federal employees, and 
what the NPS intends to do about it. 

ANPR seeks a formal relationship with the 
NPS to attempt to rectify this perceived and/or 
real training deficiency. Please do your part to 
support this effort by registering yourself or 
someone you supervise for training during the 
Rendezvous. For additional information turn 
to page 20. NST, 
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Whither National Park Service Training? 
Article and photos by Costa Dillon 
Indiana Dunes 

Change is coming to National Park 
Service training and it is change for 
the good. Training is now titled learn

ing and development and it is more than just 
a name change. The change in title denotes a 
change in how we will approach training. 

In the 2007 "Best Places to Work in the 
Federal Government" survey, the NPS ranked 
203rd of 222 federal agencies in employee 
perceptions on training and development. 
There is obviously room for improvement. 

It is critical that we recognize that employee 
training and development is a profession. 
That is not to say that subject-matter experts 
cannot or should not be the teachers of what 
they know. It means that the development and 
management of training is a skill itself. 

Professional training is more than j ust giving 
classroom instruction. It means assessing work 
force needs, determining the desired outcome 
of training, developing training using the most 
suitable and cost-effective means, ensuring 
the capability and credentials of instructors, 
understanding the various ways in which indi
viduals learn, developing systems that respond 
to those differences, preparing accredited and 
peer-reviewed content, and implementing 
processes that measure results. 

For example, most learning and develop
ment positions are now being filled in the 
GS-1712 series and other human resources 
series that recognize employee development as 
a distinct field. More and more NPS training 
meets third-party standards for such things 
as awarding continuing education units. As 

of December 2007, Albright Training Center 
instructors are adjunct faculty at Indiana Uni
versity and by next year hope to award college 
credits for some NPS training. 

Part and parcel with these certifications is 
the measurement of results. For many of us, 
the criterion used to measure the successful 
completion of training was the ability to sit 
in the chair for a week. No more. Testing and 
other measurements will become standards for 
NPS training. 

When written tests were first implemented 
at the NPS Fundamentals course five years 
ago, I heard a lot of distress and worry from 
employees. That we would implement testing 
at NPS courses is not new. Classes like CPR 
and first aid have always had tests. FLETC has 
tests that have to be passed to graduate. Test
ing measures whether or not there has been a 
transfer of learning in the course, and it is a 
mark of good training to have testing. 

Testing alone will not tell you if training is 
accomplishing its goals. Training and employee 
development are expensive in time and money. 
It is appropriate that we have accountability 
for those expenditures. Written tests, follow-up 
interviews with employees and their supervi
sors, focus group analyses, and other means 
of accountability and return-on-investment 
measurement should be expected as hallmarks 
of good training. 

If we are going to spend millions of dollars 
and hours on, say, safety training, shouldn't 
we be able to measure if safety is improved as 
a result? If it is not, then either the training 
needs to change or we have some other reason 
why safety is not improving that we need to 
address. 

We should know what we have and then 
adjust our operations to reach the desired out
comes. For years training has been measured 
in inputs: how many hours of training given. 
We have all become used to GPRA and other 
systems that show us the need to measure 
results, not just input. Training should be no 
exception to this approach. 

You will also see a change in how training 
is delivered. Flying to a one-week course with 
a room full of people is becoming rarer. Indi
vidualized training and Training by alternative 
means will be the norm. Classroom learning 
continues to diminish due to travel ceilings, 
costs and the sheer size of the agency. Online 
learning and satellite courses will continue 
to increase. Certainly, there are times when 
classroom learning and hands-on training 
are the best methods. (What visitor wants to 
be rescued off a cliff by a ranger who learned 
knots from an online course?) 

The best training is developed by first deter
mining the desired results, then determining 
the best method. Not everyone can learn off 
a computer, but not all classes are best suited 
for a classroom. Expanding our capabilities to 
develop a variety of delivery systems and/or 
identify quality training offered by others will 
increase the reach of learning and decrease the 
cost per student. 

Training is not a reward; it is a means of 
accomplishing goals through skilled employ
ees. It should be available to all who need 
it. When I was a younger ranger I attended 
Ranger Skills. Many rangers fought hard to 
get into that training program with the belief 
that it got "your ticket punched" and would 
lead to promotion. Yet, there are no data that 
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Horace M. Albright Training Center, Grand Canyon, Arizona 

The Albright Training Center is a National Park Service center for employee development. 
This center opened in Yosemite in 1957 and moved to the Grand Canyon custom-built 
facilities in 1963. The NPS completed an $8 million dollar 
renovation in 2006. The center provides resources, context 
and stimulus for personal growth in support of the NPS 
mission and goals. Albright is a full-service training center with 
a 72-unit lodging facility for students. Kowski Hall contains 
offices and three classrooms (capacities of 40, 40 and 28), 
three breakout rooms, satellite downlink, broadband Internet 
service and complete audiovisual services. The center 
includes eight employee residences. 

demonstrate that employees who attended 
Ranger Skills were more successful in their 
careers than those who did not. In fact, less 
than one-third of rangers ever made it to the 
Ranger Skills program before it ended in 1994 
because thete simply weren't enough spaces in 
the coutse to take everyone. 

To be successful, training must be available 
and accessible to everyone who needs it. Oth
erwise, we are admitting that either 1) those 
people don't really need it, or 2) we are willing 
to use untrained and unqualified employees. 
Neither of those options is emblematic of a 
good organization. 

In designing the New Superintendent 
Academy a basic ptemise was that the learn
ing should be comprehensive, should involve 
the superintendent's supervisor, should be 
tailored ro each learner's needs, and should 
take advantage of the best learning resources. 
That is why this ptogtam is designed to take 
place over a period of months and draw upon 
learning opportunities from outside and inside 
the NPS wherever most appropriate and most 
cost-effective. Training as a one-time event is 
rarely as successful as training that includes 
continual reinforcement and follow-up. 

Key to that is the involvement of the 
supervisor in an employee's development. In 
fact, much of the NPS employee development 
system is built on the model that a supervisor's 
involvement is essential. It is the supervisot 
who determines whether or not an employee 
has achieved the identified competencies, and 
it is the supervisor who should work with the 
employee to find means of achieving those 
missing competencies. 

Time after time at Albright I would hear 
stories from employees who lamented that 
they never met with their supervisor, never 
got the feedback (good and bad) they valued, 
and could not get approval for training they 
needed. Employees understand that spending 
is a decision supetvisots make, and decisions 
to spend money on something other than 
employee development sends a message. 

I have heard supervisors say they can't af
ford for someone to be away from work for 
training. In how many ways is that a fallacy? 
Employees will be away for annual leave or 
illness. Whar about when the position is va
cant? Can we afford to have a job done wrong 
or an employee injured because they didn't 
have the proper training? Can we afford a 

lawsuit or tort claim because an employee did 
something that could have been ptevented by 
good ttaining? We cannot afford not to train 
employees. Training is not an expenditure, it 
is an investment. It makes the employee more 
valuable and a more useful part of the team 
when they ate trained and confident in their 
jobs. Surveys in both the public and private 
sectors show that employees who feel valued 
by their organizations become more dedicated 
to their organization's mission and stay in their 
organizations longer. 

The arrow also points the other way. 
Employees must take responsibility for their 
development. Among some federal employees 
there's an attitude that once you are hired it's 
the government's job to ttain you. This isn't 
an attitude you see in the private sector, and 
it shouldn't be in the government sector. 

To succeed and excel employees must take 
charge of their learning. Take online courses, 
artend a local college, take community classes, 
and use other means to pursue lifelong learn
ing. Knowledge is accelerating, and if you wait 
until the NPS offers a class in something you 
want you may wait a long time or never see it 
at all. With the Internet there are now more 
opportunities fot learning than ever before, 
even for those in remote patks. Take advantage 
of the opportunities. 

If you haven't used nnvw.parktmining.org, I 
urge you to visit it. This website was developed 
in cooperation with the Eppley Institute for 
Parks and Public Lands as a place where non-
employees can have access to NPS-developed 
training. 

Currently the site has an adaptation of the 
NPS mission and history content from NPS 
Fundamentals I and basic interpretation ttain
ing. This was designed for seasonal employees, 
volunteers, concession employees, cooperating 
association employees, partners, stakeholders 
and anyone who might benefit from learning 
more about the NPS. 

The concepts were that we could take 
training in which the NPS had already made 
a substantial investment and make it available 
to more people. This also alleviates the time 
and cost parks spend in developing this kind 
of training in-house and ensures the same 
content is available nationwide. For the first 
time we can say that all who work with the 
NPS can get the same introductory training. 
Expect to see more classes on this website in 
the future. 

NPS learning and employee development 
have never been bad, but they haven't always 
risen to the levels we should desire. We have 
some of the most talented and dedicated 
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employees in the federal work force. It is our 
responsibility to foster that talent and feed 
that energy by making sure our employees get 
the best learning possible. Investing in their 
learning and development is one of the best 
ways we can ensure they are valued. It returns 
benefits well beyond the costs. Managing a 
quality learning and development program so 
that employees have opportunities to meet their 
development needs are critical to the future of 
the NPS. = ^ L , 

Constantine "Costa" J. Dillon is the superinten
dentof Indiana Dunes. A 29-year NationalPark 
Service veteran, he has served as the superinten
dent at the Horace AlbrightTrainingCenter, Fire 
Island and Homestead National Monument of 
America. Other assignments have included service 
as a park ranger at Santa Monica Mountains, 
Hubbell Trading Post, Gettysburg, Eisenhower 
and Carlsbad Caverns. He is a recipient of the 
DOI Superior Performance Award, the NPS 
Sequoia Award for Excellence in Interpretation 
and the Secretary of the Interior's Award for 
Long Term Achievement in Diversity. In 1999 
he received the Stephen Mather Award from 
the National Parks Conservation Association 
for outstanding resource stewardship. He has 
published articles in National Parks Magazine, 
The George Wright Forum and NPS publica
tions, and his work has been excerpted in many 
textbooks on history and interpretation. 

Dillon's NPS career has coexisted with a career 
in feature film production. He created the 
concept and wrote the original feature motion 
picture, Attack of the Killer Tomatoes (NAI 
Entertainment, 1978). Among his other films as 
author/actor are: Killer Tomatoes Eat France 
(20th Century Fox, 1992), Killer Tomatoes 
Strike Back (20th Century Fox, 1990), Return 
of rhe Killer Tomatoes (New World Pictures, 
1988)andSout Grapes (TMSPictures, 1986). 
Rhino Home Video released a 25th anniversary 
DVD of the original Attack of the Killer To
matoes in 2003. 

A Quality Change 
N P S TRAINING AND DEVELOPMENT 

By Jerry Simpson 
WASO 

A winter class at Albright groups up for a formal photo. In front 
with the arrowhead is lead instructor Richard Ullrnann. 

As Mary Bomar assumed the role of 
National Park Service director in the 
fall of 2006, she established a trifecta 

of goals for her tenure, one of which is to 
"develop the next generation of leaders for 
the Park Service." 

In January 2007, Director Bomar commis
sioned a team from across the Service to con
duct a study of the training and development 
function of the NPS in order to recommend 
actions to the National Leadership Council that 
would improve the management and delivery 
of training and development services to the 
NPS and the achievement of the trifecta goal. 
She charged the team to think boldly and to 
challenge the accepted ways of doing things 
in the Service, ways that had resulted in the 
NPS being ranked 203 of 222 federal agencies 
and offices in 2006 in the area of employee 
satisfaction with training and development. 
Clearly we had a mandate from the work force 
for improvement and plenty of opportunity 
for improvement ahead of us. 

The team was constructed to ensure bal
anced perspectives in several dimensions, 
including field/regional/WASO, program 
offices/operational units, large/medium/small 
parks, superintendents/line supervisors/em
ployees, individuals with training expertise/ 
customers of training services. In addition, 
all seven regions and WASO were represented 

among those members. 
Some of the results 

of that "Learning and 
Development" study, 
presented to the NLC 
in January 2008 and be
ing implemented as you 
read this, are described 
elsewhere in this edi
tion of Ranger. This ar
ticle focuses on three key 
"foundation findings" of 
the team that we intend 
will serve as touchstones 
for every implementation 
action that comes out of 

the Learning and Development report. 
1. First is the Desired Future for NPS Learn
ing and Development. One key attribute 
of this Desired Future state is equality of 
access to learning and development by 
all NPS employees. We heard often that 
employees are not allowed to go to training 
because they can't be spared from work, or 
because travel funds are not available to al
low them to get to the training, or because 
different managers place varying levels of 
priority on assuring the development of 
their employees. In addition, even when 
attending, the content and quality may 
vary between parks or regions. Some of 
the most admired NPS training offerings 
are only available to the region or program 
that developed and sponsors them. To have 
a truly first-class learning and development 
program worthy of the NPS mission and the 
work force that carries it out, our redesigns 
in the learning and development function 
must address an approach to training de
livery that: 

a. expands the use of distance learning 
technologies so that overall training is 
available where and when it's needed 
and travel costs and away time are 
decreased (while also recognizing 
that not all training is amenable to 
distance learning); 

b. assures that those who deliver train
ing, many times our own local experts 
within the NPS staff, are themselves 
skilled in the delivery of effective 
training to others, through a dis
ciplined "train-the-trainer" system; 
and 

c. disseminates information about those 
high-quality courses and practices 
that exist around the Service so that 
employees in other regions and 
programs can know about them and 
participate in them. 

2. The importance of communication, col
laboration and accountability. It is said that 
when everyone is responsible, no one is 
accountable. For a number of reasons over 
a period of years, what the team found is 
that there has existed in the Park Service 
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no clear, agreed-upon 
roles and responsibility 
for learning and develop
ment that could assure 
accountability for a good 
program of learning. One 
of the contributing reasons 
may have been a long-held 
philosophy of training as a 
luxury option, not a neces
sity. By that I mean, when 
budgets are tight, training 
(like maintenance) can be 
deferred for another time, 
and the operation will seemingly go on as 
before, in the short run. When funds then 
become available, time to spend them 
is usually short before the opportunity 
evaporates. The prevailing mode becomes 
to grab something quick and easy, do it, 
and then move on. Quick and easy often 
led to localized solutions (e.g., Park A has 
money, so develop and deliver a course 
onsite at Park A) for which there was no 
support system to assure quality, sustain-
ability for the next time, or exportability 
to other parks and regions who may have 
the same training need. Over time, the 
situation became "every-unit-for-itself," and 
the organizational ctitical mass required to 
not only deliver training but to understand 
underlying needs, design efficient and ef
fective solutions, and ensure continuity and 
quality were lost. 

The Learning and Development study 
team recognized that for things to change for 
the bettet, mechanisms for collaboration and 
communication across the Service have to be 
put in place. While local action has an upside 
in terms of relevance, timeliness and control, 
local action also has a downside in the cost 
of duplicate courses, suboptimized quality 
and availability, and loss of the advantages of 
economy of scale and repeatability. 

Honoring the strengths of the NPS' highly 
decentralized organization and management 
style is important; so is functioning within 
today's "business model" (just-in-time delivery, 
economies of scale, continuous improvement, 
re-use where possible, and helping keep man
agers and employees focused on performing 
the mission). The study endorsed the notion 
that, without consolidating everything, we 
still must pull together more within the NPS 
to redefine roles and responsibilities for the 
training function and then adhere to them. 

Two recommended collaboration/com
munication mechanisms are: 

• the establishment of a Leadership De

velopment Advisory Council, 
consisting of deputy regional 
directors and deputy associ
ate ditectors, a representative 
ARD for administration, a 
representative senior park 
manager, and the chief of 
learning and development, 
to provide continuing Ser-
vicewide oversight of our 
leadership development pro
grams. This will help ensure 
relevance and local support 
while helping to keep a na

tionwide focus in how we develop our next 
generation of leaders. 
• establishment of an Employee Develop
ment Working Group of regional employee 
development officers and WASO to assure 
that in other areas of learning beyond the 
leadership development area, such as career 
fields training, we are also assuring that 
what is done in certain regions and parks 
or in WASO is made known among all 
regions and exported across the Service to 
fill training needs without the proverbial 
"reinventing the wheel." Both groups can 
also become homes for corporate memory 
and advocacy for learning and development 
within the Park Service. 
3. Ultimately, to really make sure that our 
NPS learning and development programs 
achieve their full potential, make the great
est contribution to successful mission ac
complishment, and become recognized as a 
critical investment in our work force rather 
than a luxury or afterthought, it is critical to 
embed our learning and development efforts 

within the overall work force management 
strategies and efforts for managing our most 
impottant resource — people. Current 
NPS employees can find the newly pub
lished NPS Workforce Management Plan 
for 2008-2013, "Developing, Valuing and 
Sustaining a World Class Workforce," on 
InsideNPS. Check it and you will find 
that learning and development-focused 
strategies infuse three of the five work force 
management goals addressed in the plan. 
When we see learning and development 

as a critical component of organizational 
performance and individual performance, we 
prioritize it in a different light. When we see 
developing our work force as a means to achiev
ing today's required performance and also as 
a way to nurture and develop talent for tasks 
we don't even see coming yet, we can shift our 
thinking from training as a cost to training as 
an investment. Our employees recognize that 
as an organization we are investing to increase 
their value as individuals and help them to 
achieve their personal aspirations along with 
the organization's aspirations. The result can 
be a step forward toward becoming one of the 
best places to work in America, a goal of the 
Centennial Initiative's Professional Excellence 
theme. =™->,, 

ferry Simpson is the NPS assistant director for 
workforce management in Washington, D. C. 
He is the NPS' senior executive for learni7ig 
and development, human resources and equal 
opportunity. He joined the NPS in July 2006 
after many years at NASA hi human resources. 
He also is a member ofANPR. 

Training session on alternative fuel vehicles at Scotts Bluff National Monument, July 2008. Abel Price, 
alternative transportation interpreter (at right wearing the ball cap), makes the presentation. His 
position is paid by the National Park Foundation through a grant from the Ford Foundation. 
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By Kathy Hanson 
WASO 

Although I'm fairly new to the National Park 
Service, I know there have been multiple 

overall training and development strategies 
presented in the recent past. Understandably, 
many of you might be skeptical about any 
claims of "new training efforts" or "new direc
tions in training and development." 

Frankly, I don't blame you for your wari
ness because not all of these earlier efforts fully 
took seed and grew as planned. The Training 
and Development Division of NPS has been 
renamed the Learningand Development Divi
sion because this title more accurately reflects 
the wide gamut of services provided. We aren't 
simply providers of functional or technical 
training, but also the source of significant 
and successful leadership and management 
programs, from entry level through mid-level 
and beyond. 

This new moniker reflects NPS Director 
Mary Bomar's commitment to refocusing 
our employee learning and development ef
forts, and it represents the first step toward a 
revitalized program. 

Jerry Simpson, assistant director of work 
force management, earlier shared his vision (see 
page 4) of how the NPS can achieve the ambi
tious professional development goals set forth 
by Director Bomar in her 2007 Centennial 
Initiative Report to the president. Also in this 
issue {page 7) is an overview of an important 
new Learning and Development program, 
the New Superintendent Academy. I hope 
these articles help you understand the exciting 
direction in which learning and development 
is headed, and that they pique your curiosity 
to learn more about this journey. 

As the new chief of learning and develop
ment, I am fortunate to have these goals so 
clearly stated by the director, and the path to 
our success so carefully outlined by Simpson, 
our chief human capital officer. In fact, one 
might argue that in terms of communicating 
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Not 
Just 

Another 
L & D Overhaul 

our I. & D strategies, my work has been done 
forme. However, there is an important aspect 
to the success of our L & D programs and 
initiatives not yet discussed in Ranger, and that 
is the heart and soul of any successful educa
tion and ttaining effort — the people. 

From the first (of many) interviews I 
encountered en route to accepting the op
portunity to join the NPS, I was clear that 
one of my main focuses would be to build 
relationships between WASO and our field 
employees. I was honest about my desire to 
include our NPS leaders who have so much 
practical experience and knowledge to offer 
to any of our curricular design work. 

Who better to know what a ranger, 
mechanic, maintenance worker or superin
tendent needs to know and learn than those 
who have actually held those jobs? Moreover, 
how can we expect our leadership to support 
courses with their human capital, and often 
their training dollars, if they don't believe in 
what we are providing? 

The New Superintendent Academy is an 
excellent example of that type of collaboration 
because it represents the input and guidance of 
many seniot leaders Servicewide, from many 
other regions and WASO. Not only did we 
seek the advice of these content experts, but 
we also incorporated this valuable knowledge 
and made the necessary adjustments to our 
curriculum to produce an academy represen
tative of the realistic developmental needs of 
NPS superintendents. 

Another L & D effort currently being rolled 
out is ourTrain-the-Trainer curriculum. It is 
aimed at allowing our programs to reach a 
greater segment of NPS employees by prepar
ing NPS leaders outside of L & D to deliver 
consistent, high-quality training experiences 
when and where they are needed most. Ad
ditionally, we are convening a Leadership 
Roundtable of academic institution partners, 
scholars and NPS thought leaders to help us 
unify our L & D efforts. We also hope to 
take advantage of services our partners can 

provide through collaborative efforts. 
In his article Simpson stressed communica

tion along with collaboration. To me, this means 
that there must be an open and active avenue 
of communication between those who design 
the training and those who use it. Just because 
we build it doesn't mean they will come. By 
encouraging all NPS employees to share their 
ideas, concerns, criticisms and suggestions, we 
will create a culture that provides useful train
ing and educational opportunities. Therefore, 
the responsibility for success in the area of L 
& D is a shared burden. You must reach out 
to us with feedback and we must be receptive. 
I can assure you that participant feedback is 
taken seriously and content will be adjusted 
accordingly when appropriate. 

We have shared several highlights of emerg
ing efforts in our division, most of which were 
borne of the yearlong Learning and Develop
ment Report recently endorsed by the National 
Leadership Council and posted on the Internet 
at The Learning Place: www.nps.gov/training/ 
NPS_LDreportLR.pdf or on the NPS Intranet 
at inside.nps.gov/wasolivaso.cfin?prg=63&lv=2. 

Please take some time to review this docu
ment and let us know what you think of our 
recommended actions. Spend some time talking 
with your employee development officer about 
things you want to see offered in the future. Most 
importantly, become involved in this process 
so that we can serve you most effectively and 
efficiently. 

We are committed to preparing the NPS 
work force to meet the challenges of our next 
100 years. .-fSt,. 

Photo above: fire training outside Albright Train
ing Center, by Margaret Hodgkins 

Kathy Hanson is the chief of learning and 
development for the NPS. She has served in 
senior positions in the education and training 
divisions of such federal agencies as USD A, 
OPM and Federal Mediation and Concilia
tion Service. She is a member of ANPR. 

http://www.nps.gov/training/
http://nps.gov/wasolivaso


New Superintendent Academy Debuts 
By Maia Browning and Sandy Taylor 

Nearly 62 percent of 

National Park Ser

vice superintendents will 

be eligible for retirement 

within the next five yeats. 

Wi th that in mind, NPS 

Director Mary Bomar has 

launched the New Super-

i ntendent Academy to help 

secure future leadership 

needs of the organization. 

T h e academy provides 

a platform for the self-

discovery and re-creation 

necessary for first-time 

superintendents to transi

tion to their new leadership role. 

Studies indicate that many employees 

beginning a new job fail to transition to the 

behaviors, skills and perspectives they need 

to excel in their new position. Instead, they 

adapt techniques that served them in the past, 

a t tempting to apply what they already know 

to a much different situation. The academy 

provides a structure for expanding their frames 

of reference; accessing support from peers, 

coaches, mentors, regional and Washington 

Office staff; and to address competency gaps 

unique to each individual. Participants ate 

challenged to cteate a new leadership presence 

commensurate with their new position. This 

initiative is fully funded by the Servicewide 

Learning And Development Program. 

The 18-month training program uses a 

mult i tude of approaches to draw learning from 

within a superintendent's current workload. 

Onl ine discussion boards, web seminars and 

T E L (technology-enhanced learning) courses 

expose trainees to national and globally recog

nized leaders and thinkers, and provide conti

nuity among participants between classroom 

sessions. 

General classroom courses address leader

ship, communication, self-awareness, working 

with the media and policy implementat ion. 

Specific exercises help with the intentional 

designing of a superintendent's first interac

tions with park staff and partners to smooth 

the transition for all involved. Special-emphasis 

learning tracks address current critical issues. 

T h e learning track for the 2008-09 academy 

is "Partnering," and it is being developed in 

collaboration with the WASO Partnership Of

fice and the Conservation Study Institute. 

Coaching and mentoring are linchpins of 

this curriculum. Superintendents come from 

Participants in the New Superintendent Academy pose with Interior Secretary Dirk Kempthorne and NPS Director 
Mary Bomar during the Superintendents Summit this past June at Snowbird, Utah. 

Maia Browning is a 32-year NPS veteran. Fol
lowing a career as an interpreter, museum curator 
and manager, she moved to fall-time training. As 
the Servicewide training manager for universal 
competencies, she created the Compass and NPS 
Fundamentals trainingprogramsfior new employees. 
She has taught and coached Japanese park rangers 
on interpretation and environmental education, 
and assisted the Republic of Georgia in establishing 
its national park system. 

Sandy Taylor is an NPS program manager for 
the Supervision, Management and Leadership 
Program. She began her NPS career at Grand 
Canyon as a staffing, recruitment and classifica
tion specialist. 
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many backgrounds and have individual compe

tency gaps that are the target of their learning 

contract. Educational experiences to address 

these are underwrit ten by a stipend. Learning 

contracts tequite the participant to establish 

the criteria against which theit performance 

will be evaluated, and to nominate individuals 

who will form an evaluation panel. 

Servicewide and regional programs dove

tail to enhance the employee's learning and 

personal emergence during his or her first 

18 months as a Servicewide superintendent. 

Regional programs offer orientation to the 

regional office, with a focus on crucial regional 

contacts and initiatives. 

T h e academy was developed in recognition 

of the ongoing developmental needs of first-

t ime superintendents, needs that supetsede 

traditional, short- term training programs. 

Many of the best practices of earlier programs 

have been incorporated into the academy. 

A key feature of this program is its "rolling 

enrollment," which requires newly appointed 

superintendents to begin the program as soon 

as they are appointed. This immediately opens 

opportunities for them to work with coaches, 

mentors and their peer network, engage in 

activities that shift their focus, and allow their 

leadership presence to evolve. Participants 

enter a program in progress and ultimately 

will complete all activities in an order unique 

to each individual. 

The academy launched this past June 1 

with 24 full-time enrollees. Superintendents 

appointed since the beginning of the program 

are currently enrolling. An auxiliary group of 

27 longer-term superintendents will be able to 

select components of the academy, such as the 

web seminars, that remain pertinent to them. 

Participation in activities is self-selecting, and 

in part, dependent upon benefiting accounts 

and space availability. Following an introduc

tory orientation by academy staff, participants 

are largely self-managing. Their experiences 

will aid the evolution of the academy into a 

learning ground for employees who aspire to 

the superintendency. 

As a starting point for the development of 

the academy, a broad-based interview process 

was conducted in fall 2007. Former directors, 

field staff, partners, current superintendents 

(new and experienced) and central office staff 

were questioned on the competencies needed 

by a first-time superintendent. Ten key learn

ing outcomes were revealed. The academy is 

based on these outcomes or business needs, 

and on OPM's Executive Core Qualifications. 

Additionally the academy will be adapted to 

incorpotate the feedback from participants 

and NPS leaders as the process unfolds. 

Mote information about the interview pro

cess and the program design is available from 

program managers and project co-leads Sandy 

Taylor, 202-354-1413 , and Maia Browning, 

202-354-1903. J£M 



Addressing the Challenges 
of NationalTark Service Culture 

By Mary Hinson 
Lake Mead 

As a National Park Service employee with 
mote than 15 yeats of service, I will confess 

that I have witnessed and performed numerous 
unsafe acts in the line of duty, all for the sake 
of accomplishing "the mission." 

Like so many other dedicated fellow 
employees who ate dtawn to this ptoud and 
noble organization, I often believed so much 
in the cause that my own health, safety and 
well-being took a back seat. I've always been 
ptoud of my can-do attitude and my ability 
to do mote with less. 

As I navigate through this specialized cultute 
I've refined my perspective on the wotk. I've 
become uneasily aware that the NPS has a 
tich history of unintentionally rewarding tisky 
behavior. Some would say that tisky behaviot 
is what defines a heroic act. 

Like so many of my peets, I truly wanted 
to be a hero, to make a difference, and I chose 
to do what was necessaty with little thought of 
the risk involved. This is, after all, the kind of 
perfotmance that bestselling books ate made 
of — Death, Daring & Disaster: Search and 
Rescue in the National Parks and Over the Edge: 
Death in Grand Canyon. 

In one of our first Operational Leadership 
classes, park ranger Lance Mattson, emergency 
services coordinator at Glen Canyon, said it 
best: "Good luck reinforces bad behavior." 

So how did I evolve from being just another 
darned lucky ranger to being part of a search 
and destroy team whose new mission is to 
predict, identify and manage risk at all levels 
of the organization? The answer is Operational 
Leadership. 

Below is an introduction to Operational 
Leadership, as seen through the eyes of Lena 
Boesser-Koschmann, a supervisory park ranger. 
She has worked for the NPS for nine years and 
is currently stationed at Lake Mead. She is an 
original member of the NPS Honor Guard, and 
her testament to the program speaks volumes 
to what it may be capable of providing for a 
new generation of park employees. 

• • • 

By Lena Boesser-Koschmann 
Lake Mead 

I stand motionless in the dwindling light, 
shivering with the chill of the occasion, as 
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the sun sets over the South Rim of the Grand 
Canyon. Beside me are three fellow members 
of the NPS Honor Guard. We solemnly wait 
as the crowd stills, and then we march forward, 
carefully posting the colors of our flags, both 
the U.S. and the NPS. We salute in tribute to 
Eric York, a dedicated biologist who died in 
the line of duty. 

I joined the Ranger Honor Guard upon its 
formation in 2003. Since then I have attended 
nine such line-of-duty fatality ceremonies. It 
saddens me to realize that I now excel at per
forming the duties surrounding these tragedies. 
In 21 years the NPS has had 21 line-of-duty 
fatalities, and we lead many government agen
cies in mishap statistics. 

Dan Madrid. Joe Sordi. Marina Giggleman. 
Jeff Christensen. These are not just numbers 
or names listed on a wall in the Main Interior 
Building. They were friends. They were family. 
They were co-workers and heroes. The NPS 
ranks ninth on the "Most Dangerous Occupa
tions" list; NPS employees are almost six times 
more likely to die in the line of duty than other 
government employees, and protection rangers 
are nearly 22 times as likely. 

In a 2006 survey of all government em
ployees, NPS employees ranked themselves 
218th of 222 federal agencies in "Work Life 
Balance," 195th in "Teamwork" and 191st in 
"Effective Leadership." It is no coincidence 
that agencies with higher-reported rankings 
in these categories also have fewer line-of-duty 
deaths and mishaps. 

I was a supervisor at Lake Mead in the 
spring of 2007 and attended a briefing about 
what I thought was a new "safety program." 
My initial skepticism quickly turned to enthu
siasm as David Home, deputy chief ranger, 
introduced the basic principles of a program 
he called "Operational Risk Management and 
Team CoordinationTraining.'Ttwas based on 
a U.S. Coast Guard risk management model, 
which had been developed for that organiza
tion by Craig E. Geis. 

Home introduced the key principles: 
1. Accept no unnecessary risk. 
2. Make risk decisions at the appropriate 

level. 
3. Accept risk only when the benefits 

outweigh the cost. 
4. Integrate ORM into doctrine and plan

ning at all levels. 

Operational Risk Management is at its core 
a systematic process that assists individuals in 
making informed decisions. In rhe briefing, 
I learned that by following the principles of 
Operational Leadership we could actually 
increase mission success while reducing risk 
to personnel and equipment to an acceptable 
level. 

I left the conference room that day with 
my eyes wide open. "This is it," I thought to 
myself. "This is what we need." 

Shortly after that meeting, a small group 
of Lake Mead employees began meeting to 
develop a parkwide training program, taking 
the principles of the Coast Guard course and 
transforming them into a Park Service-oriented 
course. With cooperation from the Pacific West 
Region, we developed a comprehensive, eight-
hour training course and began teaching it to 
all divisions within the park. We eventually 
presented our course to regional leadership, 
including Jon Jarvis, regional director. Soon 
after we contracted with the CaliforniaTraining 
Institute to begin implementing an expanded, 
standardized program on a larger scale. 

Written and developed by Craig E. Geis 
of CTI, Operational Leadership focuses on 
reducinghuman error, the cause of the majority 
of NPS mishaps, mostly due to inattention, 
ineffective supervision or poor judgment. Op
erational Leadership is a life-saving program 
that focuses on predicting the probability of 
error and reducing occurrences while improv
ing individual and team effectiveness. 

Operational Leadership course work intro
duces seven critical skills necessary to reduce 
the probability of human error. The training 
focuses on each of these skills over a two-day, 
interactive course. 

1. Leadership 
Not in the traditional sense, leadership 
here refers to individual and team leader
ship qualities. In the workplace each of us 
must be a leader in order to create a safer 
environment. 

2. Human Error and Accident Causation 
In order to reduce the probability of human 
error, we must first understand how and 
why human error occurs, and how human 
error leads to accidents. 

3. Mission Analysis 
Everything we do in life is a "mission;" as 
leaders we must be able to analyze each 
mission, assess its risks, mitigate those risks, 
and plan and act accordingly. 

4. Stress and Performance 
Once we begin the mission-analysis process, 
we must be able to continually monitor 
our situation and be flexible to changing 



Park employees discuss sulfur dioxide hazards at Hawaii 
Volcanoes during an Operational Leadership class in 
March 2008. 

conditions. In order to do this, we must 
understand how stress, fatigue, and morale 
affect our performance. 

5. Situational Awareness 
Meeting mission demands and monitoring 
our mission success requires constant aware
ness of our surroundings, and the ability to 
recognize potential hazards. 

6. Decision Making 
The backbone of Operational Leadership 
is good decision making, and the fortitude 
to make those decisions and stand behind 
those who make them. 

7. Effective Communication and 
Assertiveness 

Each of the first six skills requires team 
members to communicate effectively and to 
be assertive about their involvement in the 
risk management process. Each employee is 
responsible for speaking up about potential 
hazards to the team. 

So it turns out that Operational Leadership 
is not a safety program as I'd first assumed, but 
it is an integral part of the "Safety System." 
It's also not a traditional leadership program. 
Instead, Operational Leadership is about each 
individual employee becoming a leader within 
his or her own job description, taking respon
sibility for your own safety and the safety of 
co-workers, and learning to work effectively 
in a team environment. It is about changing 
the culture of how we look at ourselves, our 
job, our team and our organization. 

The term "operation" refers to each and ev
ery job we do in each of our diverse workplaces, 
whether you are plowing snow at Glacier Bay, 
building fences at Hawaii Volcanoes, leading 
walks on the National Mall, making traffic 
stops on the Blue Ridge Parkway or simply 
driving to work in the morning. 

Everything we do involves some amount 
of risk. Leadership refers to everyone's ability 

to direct and guide the activities of 
themselves and other team members, 
stimulating personnel to work together 
as a team, and providing feedback to 
team members regarding their perfor
mance. 

The seven critical team skills pre
sented in the course help employees 
identify hazards in the workplace, and 
provide the tools necessary to assess 
and mitigate those risks. Operational 
Leadership empowers employees to 
be assertive about the safety of their 
team, and encourages them to partici
pate in the decision-making and risk 
management process. By fostering an 

environment that values input, Operational 
Leadership facilitates safe decision making, and 
most importantly, it demands that we stand 
behind those who make those decisions. 

Hawaii Volcanoes has used the principles 
of Operational Leadership to conduct a risk 
assessment of sulfur dioxide concentrations 
in the park. Organ Pipe Cactus used the 
principles to determine the risk of restarting 
the Quitobaquito Interpretive Tours. There 
are many more success stories. 

Just over a year after our first meeting, the 
face of Lake Mead is changing for the better. 
While many program improvements had 
been in progress already, a significant drive 
toward, and support for, these changes can be 
directly attributed to the implementation of 
Operational Leadership. Risk management is 
not a new concept, and much of the training 
fleshes out skills we already possess. However, 
Operational Leadership provides a common 
language, a format for articulating our deci
sion-making process and a structure to our 
planning process. 

Parkwide acceptance of Operational Lead
ership at Lake Mead has initiated a focus on 
current and relevant operational guidelines, 
an overhaul of the ranger division boating 
program, an initiative toward leadership 
succession and a move toward a team-driven 
environment. Employees work in pairs, sched
ules have been improved, work-rest ratios have 
been implemented, and words like "safety" and 
"risk mitigation" have become commonplace 
among the staff. 

This grassroots initiative already has suc
ceeded beyond initial expectations, and it has 
done so because the people on the ground, in 
the field, know and understand therisks they 
take on a daily basis. We are best equipped to 
speak to the risks and mitigations in our work
places and in our lives, and to participate in the 

decision making that affects us every day. In 
fact, we are all responsible for our own safety, 
and must take responsibility for the direction 
we take from here. 

• • • 

By Mary Hinson 
Lake Mead 

What's in store for the NPS, for me and 
Operational Leadership over the next 

six months? I have recently been detailed as 
the first Servicewide program coordinator for 
Operational Leadership. I have been heavily 
involved in the implementation process at 
Lake Mead and see firsthand what it can do 
for our organization. I accept this detail with 
enthusiasm and pride. There's no doubt that 
this program will change the culture of the 
NPS. 

To date there have been five facilitator 
courses and many basic courses held within 
five of our seven regions. I hope to expand 
on that over the next six months and to coor
dinate the facilitation of basic and instructor 
classes throughout the NPS. I am working on 
an Operational Leadership share point and 
website, standardization of course content and 
student texts, and Servicewide integration of 
Operational Leadership into planning and 
doctrine at all levels. 

For more information contact mary_hin-
son@nps.gov. =&=S= 

Alary Hinson recently was selected as the NPS 
operational leadership program manager. Since 
2006she has been the chief ranger at Lake Alead, 
the fourth most-visited unit of the National Park 
System. She also has served as a district ranger 
and deputy chief ranger at Lake ALead. From 
2002-05 she led the Southern Nevada Area 
Partnership Interagency Law Enforcement Team, 
consisting of law enforcement, investigative and 
legal personnel in Clark County, Nevada. She has 
worked at Yosemite, Grand Canyon and Hawaii 
Volcanoes, and received two Department of the 
Interior Valor Aivards. She, husband Scott, and 
their two children live in Boulder City, Nevada. 
She is a breast cancer survivor of four years. 

Lena Boesser-Koschmann was born andraisedin a 
small Alaskan town near Glacier Bay. Her parents 
ivorkedfor the NPS, and she began volunteering 
there at age 18, then secured a summer seasonal 
job in interpretation and resource management. 
She completed basic training at FLETC in 2002 
and ivorked at Glacier Bay for two years before 
transferring to Lake Alead. Currently she is a 
supervisory park ranger at Lake Alead and a 
member of the Ranger Honor Guard. 
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NAU and Seasonal Law Enforcement Training NAU's most recent graduating class for the 
Seasonal Law Enforcement Training program 

By Kathy Eissinger and Charles H. 
Hammersley 
Northern Arizona University 

The Seasonal Law Enforcement Train
ing Program was developed in 1977 
to prepare seasonal rangers to perfotm 

law enfotcement in areas administered by the 
National Park Service. 

The initial core program consisted of 
200 (currently 324) class hours. A successful 
graduate was eligible to receive a Type II law 
enforcement commission once a background 
investigation was completed. This type of com
mission enables the bearer to carry firearms, 
make arrests, investigate violations of the 
Code of Fedetal Regulations and assist in the 
execution of wartants. It does not authorize 
the seasonal ranger to investigate felonious 
crimes. 

Curtently thete are nine colleges or univer
sities offering the SLETP and recognized by 
the Federal Law EnforcementTraining Center. 
These programs are offered in a variety of for
mats. Depending on the program students may 
select college credit or noncredit alternatives, 
continuing education units and/or certificate 
of completion. The divetsity of offerings is 
reflected in the varying lengths of classes. 

• Straight Academy (40 hours or more/ 
week) 

• Peace Officer Standard Training with 
NPS add-on or add-in 

• One session per academic year (one or 
two semesters) to full-time students 

• One session ovet two academic years to 
full-time students 

• Combination of weekends and semester 
breaks 

The NPS Seasonal Law Enforcement 
RangerTtaining Progtam at Northern Arizona 
University is entering its 10th year. The pro
gram has evolved into a 450-plus hour course 
held over a 10-week period in the fall and a 
13-week ptogtam in the spring. 

Recent changes to the program include 
the addition of mandatory fitness ttaining 
thtee days a week for 1 Vi hours each day. The 
fitness component prepates students to set 
up their own workout ptogtam to maintain 
or improve their fitness level and to pass the 
physical efficiency battery. 

Students receive specific training in defen
sive and pursuit driving at the Phoenix Police 
Departments emergency vehicle driving track. 
They are qualified in handgun and shotgun 

skills and get exposure to the 
use of the M l 6 . They also get 
defensive tactics training. 

Another addition, which 
has been a key to the ptogram's 
success in preparing graduates 
for the work force, is 45 contact 
hours in resource protection. 
This includes an introduction 
to cutting edge materials be
ing used in the field. Students 
conduct research about resource 
protection issues in a patk of 
theit choice and present their 
research findings in class. 

Yet another key to the success 
of the program has been the wide 
variety and number of adjunct 
faculty who teach the course-
wotk. NAU has more than 60 
instructors, many of whom 
currently work for the NPS, 
Forest Service, Bureau of Land 
Management, Arizona Game 
and Fish and other federal, 
state and local law enforcement 
agencies. NAU's proximity to 
several NPS units and Forest 
Service and BLM lands ensures exposure of 
students to the resources and people from 
those agencies. 

The progtam at NAU has enjoyed excel
lent success rates of its 
gtaduates obtaining jobs 
with the NPS and other 
land management agen
cies. Almost 100 percent 
of recent gtaduates who 
sought employment with 
the NPS were hired. This success is due in part 
to screening prior to entry into the progtam, 
which includes an interview with the director 
to discuss possible medical issues, background 
issues, EMS training and other requirements 
to be employable. This process often screens 
out people who would not be employable after 
completion of the program. 

The NAU program has partnered with the 
Eppley Institute for Parks and Public Lands ar 
Indiana University to provide additional train
ing about the NPS before students arrive on 
campus. Students must complete three short 
online coutses at home before beginning the 
program. This coursework covers NPS history, 
the otganization of the NPS and the federal 
government. 

The NAU program has recently moved 
its coursework further into the computer age 
by placing most of the coutse materials into 
an online fotmat. Students are encouraged 

to bring laptops to class, 
and much of the lecture 
material is found on a 
class website that students 
can access at any time. 
Standardized tests are now 
taken online in a computer 

lab, with students receiving instant results. 
Future changes include the development of 
additional online training modules designed 
to better prepare students for their campus 
experiences. These modules, taken online and 
at their homes or work locations, will shorten 
the time on campus and should help reduce 
student costs to attend the training. 

The academic preparation of tomorrow's 
resource stewards has long been the theme 
behind NAU's patks and recreation manage
ment degtee and of its park ranger training 
program. This theme has continued with the 
addition of some 35 hours of natural resource 
training beyond the 10 hours required by the 
NPS SLETP cutriculum. 

The curriculum includes classes on natural 
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resource protection taught by several of the 
most forward-thinking individuals in the 
profession. Students are encouraged to think 
proactively rather than reactively, look at the 
global picture of resource threats and seek ways 
to respond to those threats. 

Students also get the opportunity to use and 
become familiar with a new program currently 
being developed to help parks identify resources 
at risk and patterns of activity in their area. 

Due to the multiuse and resource protection 
issues of our society, ranger training programs 
and curriculums continue to evolve in complex
ity and sophistication since the time of Stephen 
Mather, the first director of the National Park 
Service. One of his famous quotes is: 

"If a trail is to be blazed, send a ranger, 

if an animal is floundering in the snow, 

send a ranger, if a bear is in a hotel, send 

a ranger, if afire threatens a forest, send a 

ranger, and if someone needs to be saved, 

send a ranger. " =sAA= 

Kathy Eissingcr is the director of Northern Ari
zona University s Park Ranger Training Program. 
Previously she was the program coordinator for 
two years. For three summers she has worked 
seasonally (one summer baekcountiy and two 
summers frontcountry road patrol) as a law 
enforcement park ranger in Glacier. She holds 
a master's in physical education from Texas 
A&M, and has 20years teaching and coaching 
experience at the college level 

Charles H. Hammersley, Ph.D., is an associate 
professor of parks and recreation management 
at NAU. He also is program coordinator for 
the parks and recreation degree and developer 
ofNAU's online degree program in parks and 
recreation. 

By Jon Arata 
WASO 

Scene 1: Day, exterior shot of an entrance 
station to a national park. Cars and buses line 
the roads approaching the station. Cut to an 
interior shot, looking over the shoulder of 
a uniformed employee frantically punching 
buttons on a cash register whose display shows 
a flashing ERR08431. The visitor waiting at 
the window appears to be getting increasingly 
impatient. 

Scene 2: Cut to an interior shot of a typical 
office. An employee is working on a computer, 
and mutters with frustration as he tries to 
use the help feature of the word processing 
program so he can reformat the page into two 
uneven columns. 

Scene 3: Cut to exterior, day. An employee is 
studying a large tree and the surrounding area. 
A chain saw and personal protective equip
ment are nearby. A supervisor approaches and 
reminds the employee not to fell the tree on 
top of the historic spring house nearby. The 
employee looks puzzled and continues to walk 
around the site. 

What do these three scenarios have in com
mon? Each shows an employee who has been 
formally trained but now can't make effective 
use of that training on the work site. It could 
be a case where the original training was suf
ficiently detailed, but the tasks haven't been 
performed routinely since the learning event, 
and the employee no longer remembers how 
to apply the knowledge. It could be a case 
where the original training covered only the 
basic tasks typically performed, and the em
ployee was given a detailed reference manual 
to use to determine how to accomplish tasks 
not covered in the learning event. Or it could 
be a case where the original training gave the 
employee the ability to perform the basic 
tasks, assuming he or she would be able to 
independently adapt that knowledge later to 
meet the needs of more advanced or unusual 
situations. 

The Need for Knowledge 
We often find ourselves needing to learn (or 
remember) how to perform specific tasks on 
the job site. We may take a few moments to 

try to use support systems (such as the help 
feature on the word processing program), but 
if that doesn't meet our "knowledge need," 
then we quickly will move on and seek that 
information from other sources. This typi
cally will be someone who has the knowledge, 
whom we see as a "go-to" person or expert in 
the subject. 

We all know people we consider experts in 
specific areas — the one who can always unjam 
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the copier, start the chain saw or quickly get 
the information we want out of the Access 
database. These sources of knowledge are the 
backbone of informal learning, the learning 
that occurs outside of a formal class, learning 
event or system. 

Informal Learning 
Informal learning makes use of knowledge 
that has not been "captured" and often exists 
only inside someone's head. To access that 
knowledge, you have to locate and commu
nicate with the "owner." As examples, we may 
use instant messaging, talk with someone in 
the office, phone someone at another loca
tion or use e-mail to communicate and learn 
informally. 

A Bureau of Labor Statistics report (see 
graph at right) shows that we learn more than 
70 percent of what we know about our jobs 
through these informal processes and contacts. 
The people from whom we learn informally 
are usually present in real time, although 
not always in the same physical location. We 
each need access to experts who can answer 
our questions and with whom we can explore 
the information, ptactice applying it, make 
mistakes and practice some more. 

Seven Principles of Learning 
From extensive fieldwork, the Institute for Re
search on Learning developed seven principles 
of learning that provide important guideposts. 
Can you relate them to your own experience 
in learning? 

1. Learning is fundamentally social. 
While learning seems to be simply about 
the process of acquiring knowledge, it ac
tually encompasses a lot more. Successful 
learning is often socially constructed, which 
can make the process both challenging and 
powerful. 
2. Knowledge is integrated in the lives 
of communities. When we develop and 
share values, perspectives and ways of 
doing things, we create a community of 
practice. 
3. Learning is a participatory act. The 
desire to participate in a community of 
practice, to become and remain a member, 
is a motivator to learning. This is a key 
dynamic that helps explain the power of 
apprenticeship and the success of mentoring 
and peer coaching. 
4. Knowing depends on engaging in 
practice. We gain knowledge from ob
serving and participating in situations and 
activities. The depth of our knowledge 
depends on the level of our engagement. 

5. Engagement is inseparable from em
powerment. We perceive our identities in 
terms of our ability to contribute and to 
affect the life of communities in which we 
are or want to be a part. 

6. Failure to learn is often the result of 
failure to participate. Learning requires 
access to information and the opportunity 
to contribute our own knowledge or experi
ence. 

7. We are all natural lifelong learners. 
Learning is a natural part of being human. 
We all learn what enables us to participate 
in the communities of practice of which we 
wish to be a part. 

Performance Support through 
Communities of Practice 
How can we begin to capture that informal 
knowledge or "village wisdom" and make it 
more accessible to all employees? Communities 
of practice are groups of people who share a 
concern or a passion for something they do, 
and they learn how to do it better as they 
interact regularly. 

Three characteristics are crucial: 
• The domain: A community of practice 
is not just a network of connections be
tween people. It has an identity defined 
by a shared area of interest. Membership 
includes a commitment to that area, and 
competence in that area that distinguishes 
community members from nonmembers. 
• The community: Within their do
main, members engage in activities and 
discussions, help each other and share 
information. They build relationships that 
help them learn from one another. While 
members must interact and learn together, 
they do not necessarily work together or at 

the same site. 
• The practice: A community of practice 
is not a community of interest — people 
who like old cars, for instance. Members of 
a community of practice are practitioners. 
They develop a shared menu of resources 
— experiences, stories, tools, ways of ad
dressing recurring problems — a shared 
practice. This takes time and sustained 
interaction. The development of a shared 
practice may be conscious or seemingly 
coincidental. Community membets may 
make a concetted effort to collect and 
document the techniques and lessons they 
have learned into an accessible knowledge 
base. By contrast, clerks who meet regularly 
for lunch may not realize that their lunch 
discussions may be one of their main sources 
of knowledge about how to perform their 
jobs. Still, in the course of all these con
versations, they likely will have developed 
a set of stories and tools that are used in 
their shared practice. 
These three characteristics, combined, 

constitute a community of practice. If we can 
develop, support and improve all three at the 
same time we can sustain the community as 
a venue for developing and sharing knowl
edge. 

What Does a Community of Practice 
Do? 
Communities develop their practice through 
a variety of activities. Some typical examples 
are shown on the next page. 
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Problem solving 

Requests for information 

Seeking experience 

Reusing assets 

Coordination and synergy 

Discussing developments 

Documentation projects 

Mapping knowledge and identifying gaps 

"Can we work on this special event plan and brainstorm some ideas for 
transportation? I'm stuck." 

"What's the IP address for the networked printer?" 

"Has anyone dealt with a stakeholder in this situation?" 

"I have an education program I developed last year. You can take it and 
tweak it for your park." 

"Can we meet at the airport and carpool to the conference?" 

"What do you think of the new CAD system? Does it really make projects 
go more quickly?" 

"We have "fixed" this problem five times now. Let's write down the process 
we're going to use so we don't have to keep reinventing the wheel." 

"Who knows what information, and what information are we missing? 
What other groups should we connect with?" 

In communit ies of practice: 

• Practitioners (community members) have 

collective responsibility for managing rhe 

knowledge they need, recognizing that they 

are in the best position to do this. 

• There is a direct link between informal 

learning and workplace performance. 

• There aren't formal structural limita

tions; there are connections between people 

that bridge organizational and geographic 

boundaries. 

What Does the Future Hold? 
The NPS Servicewide Learning and Develop

ment Division is developing additional ways to 

help support employee performance through 

traditional formal learning events, processes 

and programs, and through the exploration 

and implementat ion of performance support 

and informal learning processes. Helping to 

establish and support communit ies of practice 

where there is sufficient interest and participa

tion from communi ty members is one area for 

exploration. Expect to see small-scale or "pilot" 

communit ies of practice rolled out initially. 

Consider beginning to develop these kinds 

of relationships locally; they can help build 

an effective base for expansion or merger with 

other similar communit ies of practice. 

Informal Learning in Action 
. . . a uniformed employee who is frantically 

punching buttons on a cash register whose display 

shows aflashingERR08431. The visitor waiting 

at the window appears to be getting increasingly 

impatient. The employee turns to the person 

working the other window in the station who 

quickly shares the procedure for clearing the 

malfunction. T h e register returns to service, 

and the visitors start moving again. 

. . . he tries to use the help feature of the word 

processing program so he can reformat the page 

into two u neven columns. He picks up the phone 

and calls a friend who is the "word process

ing guru." He gets step-by-step instructions 

over the phone and soon has the document 

modified. 

. . . supervisor approaches and reminds the em

ployee not to fell the tree on top of the historic 

spring house nearby. The employee looks puzzled 

and continues to walk around the site. The 

employee asks the supervisor for advice, and 

the two collaborate and reach a decision on 

the best way to place the cuts and bring the 

tree down safely. -feT, 

John AratajoinedtheNPSin 2002'with more than 
22 years of government service and private-sector 
employment. He has a ivide range of experience, 
including operational, supervisory ami senior 
management assignments both in the United States 
and abroad. He taught leadership and management 
at Purdue University and the University of Notre 
Dame, and was the lead training instructor for 
NPS Fundamentals V from 2002-05. In 2006 
he became one of the first 270 training profes
sionals in the nation and the first Department 
of the Interior employee to achieve credentialing 
through the American Society for Training and 
Development as a certified professional hi learning 
and performance. He has a bachelor's degree in 
natural resources from The Ohio State University 
and a master's in human resources from Central 
Michigan University. 
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Facility management today has become a 
significant focus in the federal sector. Execu
tive orders, legislation, reports, human capital 
strategic plans and in-depth studies all have fo
cused on the need to improve the effectiveness 
of park facility management in the National 
Park Service. The NPS has embraced changes 

Developing NPS Leaders 

Facility Manager Chris Case, Pictured Rocks 

necessary in facility management through 
Directors Order #80, NPS real property as
set management policy, and various strategies 
to implement the requirements of Executive 
Order No. 13327. 

These directives, along with other NPS 
plans, articulate the need for a new cohort 
of facility managers who understand the val
ues, priorities and mandates for stewardship 
through facility management in the NPS 
and can also apply industry standards to the 
constructed resources of the NPS. The result 
is the development of a facility manager de
velopment program that is competency based, 
with a focus on improving NPS stewardship 
of constructed, natural and cultural resources 
of the nation. 

Construction contractors with an NPS contracting officer representative 

Many different sources have established 
requirements and set goals related to NPS 
facility management, including agency policy, 
Department of Interior, Office of Budget and 
Management, Office of Personnel Manage
ment, Government Accounting Office and 
industry standards. The Facility Manager 
Leaders Program meets or contributes to the 
following requirements in order to improve 
the stewardship of built resources, and through 
these built resources, the natural and cultural 
resources of the nation. 

• Facility Management for the 21st Century 
• DOI Strategic Human Capital Plan 
• NPS Director's Order No. 80 
• GAO Recommendations on Human Capital 

Planning 
• OPM Report on Strategic Planning for 

Training 
• Industry recommendations and standards 

for certification, training, higher education, 
and government executive publications and 
facility management organizations 

Facility management reference materials 

Competency-Based Program 
Recognizing that the NPS uses the Office of 
Personnel Management competency approach 
to career fields and disciplines, an intensive 
study of competencies for facility managers 
in both the public and private sectors was 
undertaken. The resulting competency analysis 
identified the following parent competencies 
for NPS facility managers. 

• Asset Management 
• Business Management 
• Resource Protection 
• Operations and Maintenance 
• Supervision and Leadership 
• Project Management 

Participants at the Preservation and Treatment 
of Park Cultural Resources training 

Program Overview 
NPS Park Facility Management Division, in 
partnership with the Eppley Institute for Parks 
and Public Lands at Indiana University, has 
designed a yearlong course of study. It consists 
of three residential classes, more than 500 
hours of distributed education and training, 
and various developmental assignments. This 
has resulted in the award of a joint certificate 
in facility management from the NPS and IU. 
This partnership includes continuing educa
tion units and is anticipated to include the 
approval of college credits for Facility Manager 
Leaders Program participants. 
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WASO 
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in Facility Management 

Facility management project at Minuteman Missile 

Program Mission and Philosophy 
The mission of the Facility Manager Leaders Program is to develop and strengthen the 
knowledge and competencies of select NPS employees in facility management and to further 
their development as leaders through a yearlong education and training course. The FMLP 
is focused on "deep learning," which promotes critical analysis of ideas in order to produce a 
greater understanding and long-term retention of concepts. This leads to a greater capacity in 
the FMLP students to analyze new and changing situations or scenarios, and to problem-solve 
by applying concepts using data, observations and principles relevant to the issue. 

Leadership Skill 
Development 
The FMLP uses the benchmark 
competencies adopted by the NPS 
Learning and Development vision 
for leadership development. The 
FMLP employs different activi
ties in and outside the classroom 
to provide training in leadership, 
supervision and management 
including: 
• NPS supervision manuals 
• Guest lectures by NPS leaders 
• Scenario analysis 

Using these methods and best 
practices from leading leadership 
programs, the FMLP students 
gain an understanding of the sci
ence of leadership. Development 
assignments provide a positive and 
relatively risk-free atmosphere for 
the students to practice the art of 
leadership. 

On assignment during a facility management training 
course 

Facility Operations Specialist John Black, Min
uteman Missile 

Accessing the Program 
The FMLP is posted in DOI Learn with an 
application period from Oct. 1 to mid-Janu
ary each year. Course work begins in May and 
concludes the following April. The application 
rating criteria's goal is to reach a target audi
ence of first-line supervisors and new chiefs 
of maintenance. If a candidate is selected 
the costs are covered by the Washington Of
fice or the region. The WASO Park Facility 
Management Division supports up to eight 
candidates' travel and per diem costs, with 
the regional offices supporting at least one 
additional candidate per region. Educational 
standards for the FMLP are rigorous and meet 
the International Association of Continuing 
Education and Training requirements for 
continuing education units. They also meet 
minimum standards for supervisory credit as 
it relates to federal government requirements 
for annual supervisor refresher training. 

In addition to the students' benefit, there is 
a companion course, FMLP Mentors Program 
— Supervision Practices in Facility Manage
ment. Through this course a cadre of mentors 
provides direction and encouragement to 
the students. The mentors meet minimum 
standards for supervisory credit as it relates to 
federal government requirements for annual 
supervisor refresher training. 

Elizabeth Dodson is training manager of the 
Facility Management Program. Her work ex
perience includes more than 18 years with the 
National Park Service, where she has worked 
in most disciplines. A majority of her experience 
has been at the field level in seven parks. Her 
responsibilities have included development and 
presentation of interpretive programs, surveys of 
exotic plant species, administrative tasks such as 
payroll, workers' compensation and labor relations, 
curatorial administration, and facility manage
ment tasks such as custodial, grounds and general 
maintenance. 
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TT N P S V 
UNIVERSITY 
By Rick Kendall 
WASO 

H igh school is supposed to equip 
people with the tools to succeed in 
college. College is supposed to pre

pare the student to succeed in the workplace 
— unless you major in philosophy. Although a 
variety of major courses of study can adequately 
prepare you for a career with the National Park 
Service, if I had it to do all over again, I would 
have sought a specialized degree at National 
Park Service University. 

NPS University is the only bachelor's degree 
program in the country sponsored by the NPS. 
The program specifically trains and equips 
college students with the skills needed to suc
ceed in the NPS workplace. Whether you are 
seeking a career in resource management, park 
administration, law enforcement, interpreta
tion or facility management, NPS University 
has the focused training that gets new NPS 
careers off on the right foot. The coursework is 
designed with essential competencies for each 
discipline so that, upon graduation, degree-
holders will be ready to tackle the true-to-life 
problems found in national parklands today 
with little financial outlay for further training 
by parks. 

As a specialized field of study culminating 
in a bachelor's degree, NPS University actually 
begins at any accredited liberal arts university 
or college in the country. The first two years 
of study are not spent on the campus of NPS 
University but at a university or college of 
the student's choice. Students must complete 
a core curriculum in English, marhematics, 
history, science, foreign language, physical 
education and anthropology, along with other 
core classes required by their particular institu
tion and NPS University. After completion of 
the core curriculum, students then apply to 
NPS University and transfer to the campus 
for their final two years of intensive national 
park studies. 

NPS University is staffed by a faculty of 
national park professionals detailed from parks 
and offices nationwide and experienced recent 
retirees. Each professor is an expert in his or 
her field of instruction. Imagine learning the 
ins and outs of resource management law 
and policy from an environmental protec
tion specialist with more than 20 years of 
practical park experience. Learn the details of 
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human resource management from a seasoned 
personnel officer responsible for hundreds of 
employees at a park or regional office. NPS 
University makes this learning experience 
possible, recruiting its faculty from parks and 
offices for detail professorial assignments. 

NPS University boasts a rigorous and com
prehensive curriculum designed to introduce 
students to all aspects of park operations. People 
who are the most effective in the workplace 
have a broad understanding of how other 
divisions work. This is critical for working 
together in a park. Therefore, all students are 
expected to understand how other divisions 
work. To accomplish this, all students the first 
quarter are required to take the NPS history 
and mission course, which places the national 
parks and the NPS into historical perspective 
and outlines the evolution of the Service and 
conservation practices. 

Students also take a course that explains the 
basics of park administration, including budget 
formulation and tracking, human resource 
management, purchasing and contracting, 
and information technology. Students receive 
hands-on training in the use ofvarious govern
ment-mandated software programs. Students 
learn about natural and cultural resource law 
and enforcement in a class about the basics of 
law enforcement. 

In the second quarter, students study the 
fundamentals of interpretation and learn how 
to connect visitors with resource meanings. 
They gain exposure to facility management 
techniques and funding sources in an introduc
tion to facilities management. Experts in their 
respective fields teach all courses. The curricu
lum includes a comprehensive overview of NPS 
policies, requirements and software systems, 
and practical exercises and case studies such 
as the legendary "Year-End Budget Closeout," 
"PMIS Comprehensive Call Deadline" and 
"GPRA Reporting" simulations. 

In the third quarter of year one and through
out the second year, students begin to specialize. 
Students focusing in law enforcement attend 
the law enforcement ranger academy to earn 
their seasonal law enforcement certificate. 
Students in park administration begin to dig 
deeper into federal government administra
tive requirements and computer programs. 
Interpreters take classes to develop their skills 
in a variety of interpretive topics and support 
functions. Maintenance students begin to 
practice their project management and plan
ning skills. Resource management students 
begin to develop their compliance and resource 

research skills. 
Since NPS University is located adjacent 

to a major state university, students in all 
subject areas are encouraged to take courses 
from university professors who are experts in 
their respective fields. Resource management, 
law enforcement and interpretation students 
are encouraged to take advanced-level ecology, 
wildlife biology and anthropology courses to 
strengthen their resource knowledge. Admin
istration students are welcomed into business 
school classes, and maintenance students often 
take engineering and architecture coursework. 
Students not only are cutting their NPS teeth, 
they are gaining significant knowledge of the 
latest research in their respective fields. 

NPS University also provides on-the-job 
training opportunities. During the summer 
months when class is not in session, students are 
sent to work in parks at jobs that develop their 
skills. Students are hired under the authority of 
the Student Career Experience Program. Parks 
provide these students with developmental as
signments that expose them to real-world park 
issues and practices. Park project assignments 
often become senior thesis projects, the results 
benefiting both the student and the park. As 
students at NPS University graduate, under 
the auspices of the SCEP program, they have 
three months of noncompetitive appointment 
eligibility during which they may be hired into 
a permanent NPS position, effectively placing 
highly qualified future NPS leaders into vacant 
positions. 

So, where is this NPS University located? 
Sadly, it only exists in the above paragraphs. 
With time, directed effort and broad support 
from the Service, perhaps it could one day 
exist adjacent to a large college or university 
campus near a cluster of NPS unirs. Such a 
program could prove to be the single greatest 
recruiting tool available to the Service. 

How often does the opportunity arise to fill 
a vacant position with a young person who is 
not only competent and driven but also fully 
trained? How many opportunities exist for 
a seasoned NPS veteran to spend two years 
teaching and mentoring new employees from 
a career's worth of experiences? 

The NPS University would ensure that all 
of the collected knowledge and experience in 
the NPS isn't lost with retirements. Instead, 
it is passed on to the next generation of NPS 
leaders through an intensive, rigorous program 
that goes many steps beyond the three weeks 
of introductory training currently required of 
new hires. As the NPS seeks to build lifelong 
park advocates starting in elementary school 

(continued on next page) 



The Professional Ranger 

Interpretation 
Enhanced Interpretive Techniques and 

Opportunit ies — More than ever before 

interpreters are in a great position to take 

advantage of possibilities in progressive in

terpretive development. O u r individual styles 

and techniques thrive within the professional 

tenets of interpretation. I've come to think of 

this time in interpretive history as the Model 

T stage. 

While Model T cars may seem antiquated 

today, at the t ime they debuted they were a 

profound revolution and revelation in trans

portation and personal freedom. While more 

sophisticated today, the car's foundation has 

not changed since the Model T. Now that the 

interpretive profession is established, we are set 

for similar progress in the years to come with 

our metaphorical four wheels, vehicle frame 

and motor. 

T h e Model T was an effective conveyance. 

It was simple, utilitarian and affordable. Many 

interpreters seem to take that same approach 

when creating programs. Simple, practical and 

easy-to-develop programs are everywhere. Yet, 

if you put yourself in the shoes of a car buyer, 

would you choose a Model T over other cars 

available today? You probably would want 

something a bit more sophisticated. Model 

T's were all the same — seats, wheels, average 

propulsion, black paint. Want some options? 

Nope . T h e Model T got people from point A 

to B, but wi thout flair or individuality. So I 

ask: are you providing Model T programs? If 

you supervise interpreters, are you encourag

ing innovation in programming? D o your 

interpreters know enough about their craft 

to intentionally innovate? Are they given the 

time to do this? 

W h e n interpretive certifiers review prod

ucts, we first document the tangible and 

intangible meanings found in the program. 

NPS University 
(continued from previous page) 

and continuing through high school, an N P S 

University has the potential to fill an important 

training and recruitment niche that could help 

today's young stewards become tomorrow's 

rangers. TTa_. 

Rick Kendall works in the Washington offce of the 
National Park Service. He has worked previously 
at Death Valley, the USS Arizona Memorial and 
Lake Roosevelt in a variety of interpretation and 
education positions. He is a life member ofANPR. 

After that it's time to get to opportunities. W h a t 

opportunit ies did the interpreter intention

ally use to connect audience members with 

resource meanings'! Opportuni t ies start with 

techniques. A small sampling of techniques 

incf ude activities, games, irony, paradox, living 

history, word play or photographs. T h e best 

single list of techniques I've seen described 

comes from Peggy Ann Scherbaum's book, 

Handles, published by Eastern National. It's 

a must-have in any interpreter's library. 

Looking back on the programs I've created, 

supervised and evaluated, I find that interpret

ers aren't always stretchi ng to use the techniques 

available to them. I can't tell you the number 

of times I've seen interpreters use either the 

description or explanation (D or E) technique 

as their weapon of choice when they present 

tangible and intangible meanings. W h y do we 

do this when there are so many other techniques 

available? We rely on D or E too much. 

Just as interpreters seem to use D or E as a 

crutch, there is another ModelT-style program 

mechanism we've worn down to the nub. Wha t 

often sjoes hand in hand with D or E is intel-

lectual understanding. I suspect Ds or Es lend 

themselves to intellectual connections over 

emotional ones. All of us have seen or used 

the formulaic Describe or Explain so visitors 

Understand (D or E = U). 

Of course, any program needs some emo

tional connection, so interpreters create an 

intellectual D or E = U program and then at

tach one or two emotional components to the 

program to pass the IDP threshold. It's simple 

and effective, but not particularly glamorous 

or progressive. It limits the richness that we 

can provide to the public. Understanding is 

just one way to connect to the resource. For 

example, other intellectual connections include 

awareness, discernment, reasoning or wisdom. 

Emotional connections include anguish, be

wilderment, gratitude, horror, sympathy and 

tranquility. Wi th so much to work with why 

would anyone stick with D or E = U? 

I recommend that interpreters assess their 

programs, write an outline articulating the 

techniques used to connect visitors to the 

relevant idea, then decide if those techniques 

are the best ways to achieve program objec

tives. If the program relies mostly on D or 

E to accomplish U, it is time to innovate. 

Visitors have been exposed to and by now 

are bored with the D or E = U approach to 

information sharing. It's how we were taught 

at school, and I think we as a society have 

developed a resistance to this technique. Less 

common methods will make your program 

more effective because of the surprise factor. 

Unanticipated techniques cut through the 

visitor experience of perfunctory absorption 

of information. Using diverse techniques will 

ensure the vitality of the profession and the 

relevance of national parks. We should strive 

to transport visitors not from place to place 

in a basic way, but take them on a journey to 

places in their hearts and minds in ways D or 

E = U can't. • 

Jeff Axel is transferring to Big Bend this fall. As 

always, he is available for comments or questions 

at iccagccaver@yahoo.com 

Ranger Audie Critchley, Obed Wild and Scenic 
River, powers through Class IV Rions Eddy 
Rapids while patrolling on the Big South Fork 
Gorge. 

Protection 
Patrolling in the Extreme—We all know that 

ranger work often means police work. We also 

know that it sometimes means so much more, 

and that even the police work we do frequently 

carries with it a flavor all its own. 

For so many police officers, day-to-day pa

trol typically means covering a beat — district 

or precinct — via patrol car. Some of the lucky 

ones get to ride horses, drive patrol boats or 

fly in helicopters. If they're really lucky, they 

get to do it in some pretty cool places. 

Rangers, though, are the true lucky ones. 

We are charged with patrolling some of the 

wildest, most remote, most exquisite landscapes 

— and harshest environments — on earth. 

To do so, we sometimes have to possess a 

specialized skill set that allows us to traverse 

such country successfully and safely. 

Whether on the vertical big walls of Yo-

semite and Zion, the violent whitewater of the 

New and Gauley Rivers, the ocean swells of 

Assateague and Padre, or the snowy peaks of 

Rainier and Denali, park rangers travel those 

parts with fervor and courage. 

O u r reasons are manifold, visitor protec

tion being paramount among them. As long 

as private citizens choose to enter the realm of 

(continued on page 24) 
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ACTIONS 
Advocacy for the environment in 
the National Park System 
ANPR submitted six pages of comments 

in opposition to a proposed regulation that 
would allow loaded, concealed carry firearms 
inside units of the National Park System. 
Our comments are centered on the historical 
purpose of the system as strict sanctuaries 
for wildlife except where otherwise specifi
cally directed by Congress. In many units 
of the system wildlife is a central feature of 
environmental health and a large component 
of visitor enjoyment. Advocating for regula
tions that protect park resources is among 
ANPR's top priorities. 
V Read more: wtvw.anpr.org/comments_ 
guns, htm 

Planning for Ranger Rendezvous in 
Santa Fe (Dec. 10-14) 

The Rendezvous preregistration page and 
a working agenda are on our website: www. 
anpr.org/santafe-rr.htm. Forty-eight percent 
of the hotel room block was reserved by 
early August. We encourage you to make 
hotel reservations soon at www. lafondas-
anta.co7nle-tnail-group.html or by calling 

J-800-523-5002. If we get to 85 percent 
the hotel will release more rooms for our 
use. Confirmed speakers include Rep. Raul 
M. Grijalva, D-Ariz., chair of the House 
Subcommittee on National Parks, Forests 
and Public Lands (subject to change for 
U.S. House of Representatives business); 
and Stewart Udall, former secretary of the 
Interior (1961-69). 

Training sessions planned during 
Rendezvous 
We have scheduled two training courses to 
run in conjunction with Ranger Rendezvous 
— Situational Leadership and Introduc
tion to Resource Stewardship. If either of 
these courses interests you we encourage you 
to register now. The sessions are in response 
to what surveyed NPS employees told us 
may encourage them to join NPS employee 
support organizations like ANPR. (See pages 
1 and 20 for more details.) 

Board of Directors vote 
The ANPR Board of Directors voted 10-0 to 
increase registration fees by $ 15 for all catego
ries of attendees at the Rendezvous. • 

R O A D M A P for my heirs 

This ANPR-produced "Road Map" can assist 
family or friends in handling details when a 
spouse or loved one dies. 

A notebook has fill-in-the blank forms 
about: 

• your desires about final arrangements 
• civil service, military & Social Security 

details 
• insurance facts, bank accounts and more 
• synopsis of life, obituary & family his

tory 
• list of disposition of personal items 
• anatomical gift wishes 
• examples of durable power of attorney 

$ 10 per book, plus $4 for shipping and handling. 
U.S. currency only. 

Make check payable to ANPR. 
Send to: Frank Betts, 1326 Catalpa Drive 

Fort Collins, CO 80521 

ANPR Reports 

Membership Services 
KUDOS LIST 
These ANPR members or NPS employees 
have either given a gift membership to a new 
member in recent months or recruited a new 
member or an old member to return to ANPR. 
Thank you for your membership help. 

Matt Graves Carol Hegeman 
Richard Zahm Jim & Vicki Webster 
Jan Kirwan Jordan Raphael 
Rick Gale Heather Honnold 
Meg Weesner Cheryl Evans 
Pat Grediagin Laurene Brady 
Matthew Bolin Amie Ten Brink 
Jay Wells Anne Finney 
Wendy Swee Dick Martin 
Etic Pelletier 

Retirement 
A Family Affair — The key to many suc
cessful marriages is a division of labor. Often 
one spouse assumes the role of the financially 
knowledgeable partner, responsible for invest
ments, bill paying and recordkeeping. More 
often than not, especially among couples 55 
and over, it's the husband who manages the 
family finances. 

That isn't the way it works in my household. 
My wife, Kathy, handles the bill paying and 
recordkeeping. However, we make the invest
ment decisions together. For some time now 
we have used Fidelity as the storehouse for our 
investments, and we use their brokerage to buy 
and sell, although on a limited basis. We have 
found them to be the easiest to talk to, and 
they have an office in Broomfield, Colorado, 
within an easy driving distance of our home. 

Occasionally they invite their customers 
to the office for talks on the status of the cur
rent market and other topics. Because we are 
good customers, we are charged only $8 per 
trade. We also get periodic printouts of our 
investments and can use the Fidelity website 
to get a printout at any time. So we both are 
up to speed on our financial affairs most of 
the time. 

Various companies, such Vanguard,T.Rowe 
Price and others, are equally helpful. In the 
case of one spouse doing everything by his or 
herself, it is a disservice if that person doesn't 
explain the kinds of investments they have, the 
intricacies of retirement plans, and when and 
how bills are paid and income checks are due 
to arrive. A couple's carefully constructed plan 
could unravel if the financially astute spouse 
dies or becomes incapacitated and the other 
spouse is not prepared to take over. 

Financial planners and estate-planning 
lawyers share scenarios involving financial ig
norance. For instance, when a husband retired 
he took a higher monthly pension payment 
that ended at his death five years later. If he 
had taken a lower payout, his wife would have 
been covered for life. Preparing an information 
binder may be the greatest gift you could leave 
your spouse. 

This is a good time to suggest you get a 
copy of ANPR's Road Map for My Heirs and 
fill it out together with your spouse or family 
members (see ad on this page). Financial plan
ners also recommend dividing the information 
into several categories. Here are suggestions: 

Assets: This category covers all investment 
amounts, owners and locations, such as banks 
and brokerage firms. Information on real estate 
holdings, their worth and the beneficiaries fall 
into this category. Also include a schedule of 
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payments from annuities and passwords to 
web-based accounts. 

Liabilities: List all debts, such as mortgage 
and car loans. The list could include the start 
date, the term of the loan, the interest rate, 
the size of monthly payments and when they 
are due, how the payment is made and the 
balance. 

Insurance: List all policies, including medi
cal, life, homeowners and disability. Include 
beneficiaries, premiums and their due dates. 

Estate Plan: This includes the location of 
wills, trusts, powers of attorney and advanced 
medical directive, along with contact infor
mation for the estate lawyer, executors and 
trustees. 

Other relevant information: Note the loca
tion of the safe-deposit box and keys, and the 
contact information for any advisers. Include 
Social Security statements, tax returns, birth 
certificates and a description of the pension 
benefits. Record any monthly income. List 
the monthly bills and whether they are paid 
automatically, online or by check. 

This list is just a starting point. Sit down 
with your spouse and discuss what he or she 
needs to know. For example, the spouse should 
know how to go about claiming federal spousal 
death benefits, insurance and Social Security 
continuance. Discuss the calendarofimportant 
financial dates, such as providing tax informa
tion to an account in February, filing estimated 
taxes by the quarterly due dates, and taking 
the minimum-required distribution from an 
IRA if you are over age 70.5 by Dec. 31. 

The nonfinancial spouse should practice 
paying bills alone for a few months and re
viewing statements from brokerage houses. 
Consider also involving your grown children 
so that there is family backup for questions. 

If appropriate, name a person in your 
brokerage firm or your financial planner in 
your will or trust to help in the continuation 
of your investments. 

We advise everyone, married or single, to 
have revocable living trusts. The word "revo
cable" means the trust can be changed, added 
to or torn up. The word "living" means you 
do not have to die for it to go into effect. If 
something happens and you become incapaci
tated, through your trust you have named a 
trustee or trustees to handle your finances, 
health and well-being without a court decree. 
Beneficiaries are also named in your trust who, 
without probate court, receive the money, 
home and whatever else you have mentioned 

in your trust. LI 
— Frank Betts 

Retired 

Mentoring Program 
Passing of a legendary mentor — Retired 
Glacier ranger Bob Frauson passed away June 
20, 2008, and we lost one of the best mentors 
we ever had. Bob was the Hudson Bay district 
ranger for 20 years, and during that time he 
helped hundreds of seasonal and permanent 
rangers develop into excellent rangers. He 
had outstanding skills in climbing, search and 
rescue, wilderness travel and survival, EMS, 
fire, wildlife management, skiing and other 
field abilities. 

He also was a consummate instructor who 
had humility, patience and humor in quantities 
not found in most of us. He and his wife, Ann, 
went far beyond the call of duty to welcome 
all newcomers, make them feel at home in a 
very isolated assignment and show them the 
"ropes" to survive and thrive on the east side 
of Glacier and in the NFS. 

We owe Bob and Ann a debt of gratitude 
for developing rangers like Oakley Blair, 
Ben Ladd, Terry Pentilla, Jerry Ryder, Willie 
Colony, Roger Shewmake, Larry Williams, 
TomTsholl, Greg Moss, Roger Moder, Doug 
Erskine, Dick Mattson, Bob Wood and many 
others. 

Bob and Ann mentored my wife, Nadine, 

and me in 1972. We had the honor of attend
ing his celebration of life on July 19. More 
than 200 friends of Bob and Ann were there 
to wish him God's speed as he heads down the 
trail one more time. 

If you want to learn more about ANPR's 
mentoring program, please contact me at 
flamingo 12az@aim. com. 

— Bill Pierce 
Prescott Valley, Arizona 

IRF Update 
World Commission on Protected Areas 
— The WCPA, as one of seven commissions 
of the IUCN, is meeting in Barcelona, Spain, 
in late September. I will attend this conference 
along with Deanne Adams, acting president 
of the International Ranger Federation. The 
purpose is to continue to present the issues 
of rangers to this important world body, and 
to remind IUCN and WCPA members of 
the importance of ranger field work in the 
protection of park areas worldwide. I will 
give a full report of these proceedings in the 
next Ranger. 

Bolivia Ranger Congress 2009 —The Boliv
ian Ranger Association (ABOLAC) recently 

(continued on page 24) 
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Training courses set for Rendezvous XXXI 
YOU ASKED FOR IT, YOU GOT IT! 

Situational Leadership • Dec. 10-11 

If you are having difficulty successfully com
peting for work leader or supervisory jobs 

because you don't have experience or training 
in supervision, then understandingSituational 
Leadership is a good place to start building 
your resume. 

Developed and distributed by the Ken 
Blanchard Companies, Situational Leader
ship provides leaders with a model and the 
tools for creating open communication and 
developing self-reliance in those they manage. 
It is designed to increase the frequency and 
quality of conversations about performance 

and development. As a result, competence is 
developed, commitment is gained and talented 
individuals are retained. The foundation lays 
in teaching leaders to diagnose the needs of 
an individual or a team and then use the ap
propriate leadership style to respond to the 
needs of the person and the situation. 

The National Park Service has used the Situ
ational Leadership course since the mid-1980s 
as a training standard in preparing supervisors 
and managers for the responsibility of leading 
people. The system is readily mastered and 
highly adaptable to everyday work situations 
that leaders face. Instructor Art Eck teaches 

CANON 
PHOTOGRAPHY IN THE 

PARKS 
PHOTO CONTEST 

Turn nature's wonders into 
inspirational photos and you could 

WIN 
a grand prize t r ip for t w o to your favori te 

National or State Park along w i th . . . 

• A Canon EOS 5D EF 24-105mm f/4L IS USM Kit 
• A PIXMA Pro9500 Photo Printer 

Share a piece of the world's natural beauty by submitting 

your favorite inspirational park photo and you could win an 

exciting trip for two to a National or State park, renowned 

Canon camera gear, and the opportunity to have your photo 

featured in future Canon advertising endeavors like previous 

contest winners showcased here. 

For Details and Official Rules visit 

www.usa.canon.com/parks 

April 22 to September 30, 2008 

Canon is commit ted to building a bet ter wor ld 
through our environmental conservation ef for ts . 

To learn more about how w e protect and preserve 
our precious natural resources, visit us online a t 

www.usa.canon.com/parks. 

Canon 

from first-hand experience as a park supervisor 
and manager of more than 24 years. He has 
been a certified NPS Situational Leadership 
instructor since 1986, and has shared this 
training with more than 3,000 national and 
state park employees. 

The course is scheduled for Dec. 10-11 
in Santa Fe; the $235 tuition includes full 
registration for the Ranger Rendezvous. For 
first-time Rendezvous attendees, registration 
includes a one-year ANPR membership. Go 
to www.anpr.org to register. 

Introduction to Resource 
Stewardship • Dec. 10-12 

The Horace Albright Training Center and 
ANPR will host the first course of the 

Resource Stewardship and Protection curricu
lum, Introduction to Resource Stewardship, 
Dec. 10-12 in Santa Fe. 

This 24-hour course focuses participants 
on the natural and cultural resource steward
ship mission of the NPS. Participants will 
develop an understanding of the roles and 
responsibilities of employees in carrying out 
the agency's fundamental purpose. NPS his
tory, laws, management policies, principles and 
practices are covered through lectures, group 
discussions, case studies and field exercises. 

This course can benefit those in all disci
plines, job classifications, grades and lengths of 
service, including park partners. Ifyouhopeto 
become a career NPS employee, participation 
may help you be more competitive. Current 
career employees can gain a better understand
ing of the NPS mission, and this can impact 
career satisfaction and advancement. 

Participants will learn how interdisciplin
ary approaches to resource protection and 
stewardship benefit the NPS; be able to define 
how each of their jobs contributes to resource 
stewardship; and display a broader appreciation 
of the range of resources associated with our 
nation's heritage. 

Participants also will gain a better un
derstanding of how working beyond park 
boundaries promotes resource stewardship. 

The three-day class will run concurrently 
with the Rendezvous. A minimum of 24 par
ticipants are needed; the tuition cost hasn't been 
determined yet. NPS participants will receive 
official credit on their training transcripts. 

More information on how to apply for the 
course and about the Resource Stewardship 
and Protection Curriculum courses and can 
be found on a link at the ANPR website or at 
www. nps.gov/training/nrs/nrshome. htm 

Questions can be e-mailed to jeri_hall@ 
nps.gov. • 
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Rendezvous will offer official training, workshops, speakers 
Join your colleagues, friends Dec. 10-14 in Santa Fe, New Mexico 

Rendezvous XXXI will kick off Dec. 
10 at the histotic La Fonda Hotel 
in Santa Fe, New Mexico, with an 

evening reception. 

Prior to that, the ANPR Boatd of Direc
tors meets all day Wednesday, Dec. 10, and 
the meeting is open to anyone. The initial 
Rendezvous session will begin Thursday, Dec. 
11, and meetings and workshops and will run 
until Sunday afternoon, Dec. 14. 

A draft program agenda now is posted on 
ANPR's website, www.anpr.org. Go to the 
Rendezvous link periodically for updates and 
to register for the gathering. 

In addition, don't forget to make a hotel 
reservation while rooms are still available. 
ANPR has secured a rate of $89 a night dur
ing this holiday season (typical daily rates are 
$159 to $549). For more information about 
the La Fonda, go to www. lafondasantafe.com 

Make reservations by calling the La Fonda 
1-800-523-5002, option # 1. Deposits are fully 
refundable as long as you cancel at least 48 
hours before the first night's reservation. To fax 
your reservation dial 505-954-3599. To make 
reservations online go to www.Iafondasantafe. 
com/e-mail-group.html. Please ensure that you 
identify yourself as part of ANPR to reserve 
the $89 nightly rate. 

Transportation and Travel: Most major air
lines serve Albuquerque International Airport 
about 58 miles southwest of Santa Fe. Limited 

air service also is available to Santa Fe Municipal 
Airpott. Hotel parking currently is $ 10 a day, 
but is subject to increase. 

Newcomers Welcome: A special continental 
breakfast with the board will be held for 
"newcomers," those attending their first Ren
dezvous, on Friday morning, Dec. 12. 

Raffle Prizes and Auction Items: Daily raffles 
and silent auctions are scheduled, so be sure 
to bring items to donate. If you can't attend 
the Rendezvous you may mail raffle items 

to Rick Smith, 2 Roadtunner Trail, Placitas, 
NM 87043; rsmitb0921 @earthlink. net. Please 
include ANPR Ranger Rendezvous on your 
mailing label. 

Tradeshow and Receptions: Exhibitors are 
planning to display products, equipment and 
setvices of interest to parks employees. The 
exhibit hall will open Thursday morning, 
Dec. 11, and close after the motning break 
on Friday, Dec, 12. A reception hosted by VF 
Solutions is planned on Thursday evening. 
If you know of a potential exhibitor, please 
contact Warren Bielenberg, web9272@msn. 
com or 865-681-7884, or Rick Jones at icsin-
structor57@yahoo. com. 

Hospitality: The hotel will provide a suite, 
open each evening, to serve as our hospitality 
room. ANPR will provide refreshments. 

Friday and Saturday evening: Organizers are 
looking at options. Sign-ups and any additional 
fees will be collected during registration on a 
first-come, first-served basis. Otherwise, these 
evenings will provide free time for attendees 
to enjoy the shopping and sites of the Santa 
Fe holiday season. 

Miscellaneous: Rendezvous T-shitts and 
sweatshirts with the official Rendezvous logo 
are available now for pre-ordering. Check the 
website for ordering instructions. Q 

Rendezvous Scholarships 
Last call to apply for a scholarship to the 

upcoming Ranger Rendezvous in Santa Fe. 
If you've never been to the gathering, now is 
your chance to get your way paid. 

The William Supernaugh Rendezvous 
Scholarship Fund has money available to fund 
several people. 

You must be either an ANPR member 
or an NPS employee, never have attended a 
Rendezvous, and able to stay for the entire 
conference (Dec. 10-14). The scholarship 
will pay for registration fees, lodging and up 
to $500 for transportation to and from the 
Rendezvous. 

You can nominate yourself or an ANPR 
member may nominate you. For more details 
and to apply, go to www.anpr.org/scholarship. 
The deadline is Oct. 10. • 

ANPR's Annual Photography Contest 
ANPR members once again are encour

aged to enter their best park-related photos 
in the annual photography contest at the 
Rendezvous. As in previous years all entries 
will be posted at the Rendezvous, and con
ference attendees will have the opportunity 
to view them and vote for their favorites. 
Prizes donated for the winning photos to 
date include Leki Super Makalu hiking poles 
and a photon micro light, both courtesy of 
the American Park Network. 

Contest images traditionally have been 
taken inside a unit of the National Park 
System or a park in another country, but 
this is not a submission requirement. Sub
missions should have some connection to 

parks, natural resources, cultural resources 
and/or ANPR. 

Tony Bonanno, an ANPR life member 
and a retired regional chief ranger, will 
organize and run the contest. He also is a 
ptofessional photographer in Santa Fe (Tony 
Bonanno Photography). If you're coming to 
the Rendezvous, bring your photos with you 
and submit them to Tony in person. If you 
can't make it to the Rendezvous, mail your 
photos to Tony to arrive no later than Dec. 
10: 7 Avenida Vista Grande, #330, Santa 
Fe, NM 87505; ranger@honanno.net. Q 
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All in the Family 
Please send news about you and your family. All 
submissions should include the author's return 
address and phone number. 

Send via e-mail to fordedit@aol. com or write 
to Teresa Ford, Editor, 26 S. Mt. Vernon Club 
Road, Golden, CO 80401. You also can send 
your news and/or update your address/home 
phone/personal e-mail by visiting ANPR's web
site: wivw.anpr.org Go to Member Services. 

Lane Baker is serving as acting chief of the 
national Law Enforcement, Security and 
Emergency Services Division in WASO. She 
has 20 years of NPS experience and has been 
the deputy division chief of LESES for the past 
year and a half. Her past job assignments have 
included deputy chief ranger, subdistrict ranger 
and special agent in Yellowstone, subdistrict 
ranger in Everglades and supervisory ranger 
in Yosemite. As the acting division chief she 
oversees national law enforcement policy and 
operations, security and intelligence, emer
gency services, investigative services and other 
national programs. 

LisaEckert (seasonal 1979-86 YELL, EVER, 
COLM, HALE; permanent SHEN 87-88, 
GRCA 88-89, COLM 90-92, GWMP 92-94, 
DENA 94-98, KNRI 99-02, DETO 02-05, 
GATE 05-08) returns to Grand Canyon exactly 
20 years later in her new job as superintendent 
of the Horace Albright Training Center. She 
is thrilled to be a part of the Learning and 
Development Team in WASO and to be able 
to meet and greet all new employees to the 
National Park Service. Address: P.O. Box 1456, 
Grand Canyon, AZ 86023. 

Eric Leonard (FOLS, FOSM, ARPO, BIBE) 
has moved to Chickasaw National Recreation 
Area. Previously he was at Big Bend. After 
four years in the desert, his family is enjoying 
green grass and water again! Address/phone: 
Route 1, Box 222A,Wynnewood, OK 73098-
9749; 405-665-6331; eleonard@itlnet.net 

Kevin Moses is the district ranger at Buffalo 
National River in the Lower Buffalo District. 
Previously he was a ranger at Big South Fork. 
Address: 13980 Highway 14 South, Yellville, 
AR 72687. 

Liam Strain and wife Mary are the proud 
parents of Colm Hugh Strain who weighed 
in at 7 pounds, 15 ounces, on April 29, about 
two weeks early. All are doing well, and Mary 
is taking a couple of months leave from her 

career, though she sneaked in phone calls, 
e-mails and an occasional business trip (with 
Grammy in tow) this past summer. Big brother 
Liam is remarkably happy with his newsibling, 
protective and sometimes a little too demon
strative in his affections. The family moved to 
different park quarters in April: 107A Mont 
Sec Ave., Fort Wadsworth, NY 10305-5004; 
shoreranger@yahoo. com 

Blanca Alvarez Stransky is the new superin
tendent at Perry's Victory and International 
Peace Memorial. Previously she was superin
tendent at Agate Fossil Beds. She began her 
NPS career in 1984 as a seasonal park ranger 
at Grand Canyon. She then served as a park 
ranger, primarily focusing on public affairs, 
at the USS Arizona Memorial. Other assign-
nments have included supervisory park ranger 
at Women's Rights, chief of atts and educa
tion at Chamizal and chief of interpretation 
at Denali. • 

Order copies 
for your 

park bookstore 

Stock ANPR's popular booklet in your park 
bookstores—and refer visitors and prospective 
park employees to this informative publica
tion. Go to ivwiv.anpr.org/publications.htm for 
single copies or bulk ordering details. 

Emma Andrews Annapolis, MD 
Jeremy Anhalt Longmire, WA 
Sarah Arpin Mesa Verde, CO 
Mindy Bogue Watford City, ND 
Matthew Bolin Annapolis, MD 
Andtew Brady Linthicum, MD 
Jonathan Brotzman Johnson City, TX 
Sheryl Buchanan Dallas, TX 
Patrick Buller .'. Marblemount, WA 
Alexandra Bullis Eugene, OR 
Melissa Cobern Rangely, CO 
Colin Cook Southwest Harbor, ME 
Michael Donnachie Westfield, MA 
Marianne Duvendack Swanto, OH 
Dianne Ellis-Smith Sequoia NP, CA 
Brian Ettling Crater Lake, OR 
Kevin Evans Livingston, TX 
Jim & Leslie Faggard Red Bluff, CA 
Anne Finney New Orleans, LA 
William Finney River Ridge, LA 
Shane Frazier Spring Lake, MI 
Ashley Green Washington, DC 
Carolyn Hackbarth Page, AZ 
David Hanna York, SC 
Kevin Hansen Las Cruces, NM 
Kathy Hanson Ijamsville, MD 
Karin Harmon Park City, UT 
Jamie Hart St. Mary, MT 
Wesley Heyser Gettysburg, PA 

22 ^ ANPR • Association of National Park Rangers 

Welcome to the ANPR family! 
Here are the newest members of the Association of National Park Rangers: 

Drew Hughes Cheyenne, OK 
Matthew Jatovsky San Francisco, CA 
Sarah Jensen Corbett, OR 
Lauren Jones Crater Lake, OR 
Alex Kidwell Thurmont, MD 
Patrick & Tina Krause Yellowstone, WY 
Joel Lipscomb Zebulon, NC 
Steven McAllister Chesterton, IN 
Ralph Mihan San Rafael, CA 
Jim Milestone Whiskeytown, CA 
Sarah Moddel Quincy, MA 
Dylan Mroszczyk-McDonald .. Bar Harbor, ME 
Cindy Orlando Naalehu, HI 
Gavin Pace Torrey, UT 
Dustin Parker Athol, MA 
Conan Pelc Conway, MA 
Lucas Pellant Tecumseh, KS 
Daniel Romes Seward, AK 
Christina Roselle Ypsilanti, MI 
Michael Sanger Belt, MT 
David Scott Mammoth Lakes, CA 
Dawn Sierer Biglerville, PA 
Brenda Starr Dunlap, CA 
Wendy Watson Dinosaur, CO 
Sally Webster Moab, UT 
William Whitacre Springdale, UT 
Jacob White Ocean Springs, MD 
Erik Wiita Longmire, WA 
Lauren Williamson Los Alamos, NM 

http://wivw.anpr.org
mailto:eleonard@itlnet.net
http://ivwiv.anpr.org/publications.htm


A N P R has signed up for a few fundraising 

programs — and you can help. Don't worry, 

it's easy! 

If you already shop online, this is an appeal

ing offer. Just link to Amazon, for instance, 

through ANPR's home page (www.anpr.org) 

and click on the link at the bot tom to begin 

shopping for books, C D s , D V D s and more. 

A port ion of every purchase goes to A N P R 

through Amazon's Associates Program. Re

member, you must link through ANPR's 

ivebsitefor our organization to get credit for 

your purchase (approximately 4percent). 

Also on ANPR's home page is an iGive 

link. This program asks you to sign up as a 

member (it's free, no obligation). You then 

designate A N P R as the beneficiary of your 

shopping efforts. W h e n you shop at the more 

than 680 brand-name online retailers, a per

centage automatically goes to ANPR. Many 

merchants typically donate 2 to 5 percent of 

the purchase to a designated group, but some 

donate as high as 26 percent. In these finan

cially challenging times, every bit of support 

to A N P R is greatly appreciated. 

A third partnership program is through 

Expedia, the No . 1 online U.S. and Canadian 

travel agency. We have joined as an Affiliate 

Partner, and if you link to Expedia through 

ANPR's website, a portion of your travel 

purchases (2 - 5.5 percent) will go to ANPR. 

W h a t could be easier? This shows promise of 

paying good dividends to ANPR. 

Please take a look at the A N P R website, 

ivwiv.anpr.org. and begin a renewed support 

of A N P R now! Thanks for your continued 

help to further the mission of A N P R — the 

association for all National Park Service em

ployees and partners. LJ 

Send your e-mail address 
LIFE MEMBERS, we need your e-mail ad

dresses for the A N P R database. In December 

A N P R again will hold electronic elections for 

new board members, but we can only send 

an electronic ballot if we have your e-mail 

on record. 

Please help us save postage and printing 

costs. Send your e-mail address to fordcdit@ 

aol.com and label your subject line "ANPR 

elections." While we have e-mails for nearly 

all annual members, we only have e-mails for 

about half of the 500 life members. Thanks 

in advance for your cooperation. • 

All Terrain sells natural remedies developed 
by and for hard-core, outdoor enthusiasts. 
They expect high performance in themselves 
and the products they use, whether for 
hiking, camping, fishing, gardening or 
simply working around the yard. 

All Terrain's Repellents, Sunscreens, 
Remedy Rubs, Functional Soaps, First Aid 
and Performance Supplements pass their 
performance tests, even though the products 
use only natural ingredients. For example, 
clinical tests showed its Herbal Armor's 
DEET-free Insect Repellents are 100% 
effective for two hours and 95.8% effective 
for three hours. 

All Ter ra in is a p r o u d sponso r o f the 

Assoc ia t ion o f N a t i o n a l Park Rangers 

Order All Terrain products online. At 
checkout you can designate ANPR as a 
beneficiary of All Terrain's environmental 
partners program — and 10% of the 
purchase price will go to ANPR. 

Check it out @ 

www.aIlterrainco.com 
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ANPR's new fundraising; efforts 

-w'-'MD 

Enjoy the 
outdoors, 

Former Director Hartzog leaves legacy 

Former N P S Director George B. 

Hartzog, who headed the National 

Park Service from January 1964 to 

December 1972, died June 27. He 

I
was 88 . 

Har tzog was born in Col le ton 

County, South Carolina, the eldest 

of three children in an impoverished 

family. He was a Methodist minister by 

the age of 17. He left college after one 

year to support his family, but studied 

law on his own and was admitted to 

the South Carolina Bar in 1942. 

Hartzog attained the rank of captain 

in World War II, then took a job as an 

attorney for the precursor to the Bureau 

of Land Management in 1945. Six months 

later he moved to the NPS . Under his watch 

the agency expanded quickly, adding 69 park 

properties. H e prodded Congress to approve 

the 1971 Alaska Native Claims Settlement 

Act, which allowed 80 million acres of Alas

kan land to be set aside for national parks, 

wildlife refuges and wilderness areas. 

George Hartzog, right front, poses with five other 
NPS directors. In the back row is, left to right, Gary 
Everhardt, Mary Bomar, Jim Ridenour and Bob 
Stanton; front row, left, is Roger Kennedy. 

if 

He also made news in 1968 by appointing 

Grant Wright to head the U.S. Park Police, 

the first black man to head a major police 

force in the United States. 

Hartzog had a private law practice after 

leaving the NPS . He was a longtime member 

of ANPR. He is survived by Helen, his wife 

of 60 years, and three children. 

http://www.anpr.org
http://ivwiv.anpr.org
http://aol.com
http://www.aIlterrainco.com


Professional Ranger 
(from page 17) 

extreme environments, rangers will roam 
there, too. 

We can't wait for the rescue call to 
initiate such patrols, either. We need to 
go now, before the May Day rings in, so 
that we'll know our walls, peaks and riv
ers in all their varied moods. An old river 
proverb states it well: "One cannot paddle 
the same river twice, for new waters are 
always pouring into it." 

We make dangerous patrols, too, be
cause they make us stronger. 

Maybe another force that compels 
rangers to tread where the fainthearted 
won't is the simple knowledge that the 
public expects it of us. We are national 
park rangers, and with our job comes 
a weighty responsibility to carry on the 
traditions of excellence of rangers who 
entered the mountains, rivers, deserts and 
oceans before us. 

Parks with extreme patrol operations 
must continue to advertise ranger positions 
with KS As that require the specialized skill 
sets pertinent to that park's environment. 
We can't staff these parks with cops. We 
have to provide rangers— rangers who will 
climb, paddle, dive, cave and trek into the 
wild. 

We can live up to this reputation so 
long as we continue to attract and recruit 
generations of skilled rangers who aren't 
afraid of the big bad wolf, or if they are, who 
are willing to accept their fear, embrace it 
and allow it to make them stronger. LI 

— Kevin Moses, Buffalo National River 

IRF Update 
(from page 19) 

signed the agreement with the IRF regarding 
the specifics of hosting the next World Ranger 
Congress. The date is now the first of November 
2009. Two contractors have applied to organize 
and select the venue for rhe congress, one of 
which will be chosen shortly. To facilitate the 
organization, as in past congresses, the IRF 
loaned ABOLAC $5,000 USD (this is in addi
tion to the $2,000 USD loaned to them from 
ANPR for website development). Registration 
information should be on the website before 
the end of this year. I will continue to provide 
updates on the congress in future issues. 

Thin Green Line Foundation — The three-
way agreement between the Thin Green Line 
Foundation, IUCN/WCPA and IRF will be 
signed in Barcelona this fall. The foundation, 
through last year's release of the ranger docu
mentary film, "The Thin Green Line," and 
other activities, continues to raise money in 
support of families of rangers killed in the line 
of duty. Recent recognitions were presented 
in the Democratic Republic of Congo by 
filmmaker Sean Wilmore on behalf of the 
foundation and IRF. For a good report of this 
and other TGL activities, check out the recent 
TGL newsletter on the foundation website at 
www.thingreenline.org. • 

— Tony Sisto, International Affairs 

Whether you're at the bottom of the ladder 
or climbing to the top . . . you're 
welcome to join ANPR's 
mentoring program. 

If you're serious about advancing your career or have 
knowledge to impart to a younger employee, the 
first step is filling out an application as a protege 
or a mentor. It's easy — you will find the forms on 
ANPR's website at wnnu. anpr. oig. Go to the link under 
Membership Services. It's easy to sign up online—and 
could make a difference in your career. 

For more information contact, ANPR's mentoring 
coordinator, Bill Pierce, at flamingo 12az@aim.com. 

Health insurance plan 
available to members 

ANPR members qualify for health 
insurance through a special program 
from Aetna. The Aetna PPO Affordable 
Health Choices is particularly geared to 
seasonal park workers, fire crew members, 
volunteers, park partners and others 
who may not receive insurance benefits 
through their employers. 

The limited accident and sickness 
insurance plan is an affordable option 
at $83.52 per month. For more details, 
visit ANPR's website, to download and 
information and enrollment forms. Al
ternatively, you may request paper copies 
from fordedit@aol. com or write to ANPR, 
25958 Genesee Trail Road, PMB 222, 
Golden, CO 80401. 

Missing Members 
Please help us locate these members! Send 
information to fordedit@aol. com. 
Chad Hunter Page, AZ 
William Gibson Kerrville, TX 
Shawn Ruefer Arlington, VA 

Designed to show 
children, ages 4-12, what 
to do if they become lost 
in remote areas such as 
parks or forests. 

# # # 

DVD: $ 10 for ANPR members, $ 15 for oth
ers; VHS: $7 for members, $12 for others; 
also available in CD-ROM PowerPoint pre
sentation; quantity discounts available; credit 
card payment (Visa/MC) accepted 

Order online at www.anpr.org/lost.htm 

Questions? 
Contact ANPR's business office: 
25958 Genesee Trail Road, PMB 222 
Golden, CO 80401 • ANPRbiz@aol.com 
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ANPR's award-winning 
'Lost. . . But Found, 
Safe and Sound' video 

Available on DVD! 

http://www.thingreenline.org
mailto:12az@aim.com
http://www.anpr.org/lost.htm
mailto:ANPRbiz@aol.com


MEMBERSHIP APPLICATION — Association of National Park Rangers 
• New Member(s) U Renewing Member(s) 

Name of ANPR member we may thank for encouraging you to join _ 

Date. 

Name(s). 

Address _ 

4-letter code of park / office where you work 

(Retiree=RETI, Former NPS Employee=XNPS, Student/Educator=EDUC, Park Supporter=PART) 

Home phone 

City_ .State. . Zip+4. Personal e-mail address 

ANPR will use e-mail as an occasional - but critical - communication tool. We will not share your information with any other organization. It is 
our policy not to conduct ANPR business via NPS e-mail or phone. 

Type of Membership (check one) 

NOTE: The annual membership renewal notification is each fall with an annual membership period 
of Jan. 1 to Dec. 31. Membership for those who join Oct. 1 or after will last the entire next year. 

Active Members 
current & former NPS employees or volunteers 

Individual Joint 
• Seasonal/Intern/Volunteer • $45 • $85 
• Permanent or Retiree • $75 • $145 

Associate Members 
not an NPS employee or representative of another organization 

• Sustaining • $70 
• Full-time Student J $45 

Payment by Visa or MasterCard accepted: 

Visa MasterCard 

Card # 

Expiration date 

Name on Account_ 

Signature 

Life Members (lump sum payment) 
ACTIVE (all NPS employees/retirees) 

Individual LI $2,500 

Joint Q $3,000 

ASSOCIATE (other than NPS employees) 

Individual Q $2,500 

Joint a $3,000 

OR life payments made be made in three installments over a three-year period. Rates ate $850 per year for individual 
or $1,025 for joint. If full payment isn't received by the third installment due date, the amount paid shall be applied 
at the current annual membership rates until exhausted. At that point the membership will be lapsed. Check here if 
you want to make payments in three installments . 

Gift Membership 
Name of person giving gift _ 

Q $35 (please gift only a new member other than yourself, one year only) 

Library / Associate Organization Membership 
(two copies of each issue of Ranger sent quarterly) • $100 

It costs ANPR $45 a year to service a membership. If you are able to add an additional 
donation, please consider doing so. Thank you! 

• $10 a $ 2 5 Q $ 5 0 Q $ 1 0 0 • Other 

TOTAL ENCLOSED: 

Membership dues in excess of$45 a year may be tax deductible. Consult your tax adviser. 

L—J I want to volunteer for ANPR and can help in 
this way: 

Fund Raising 
Membership 
Rendezvous Activities 
Mentoring 
Other (list: ) 

Special Supporters 
Contact the president or fundraising board 
member for details on special donations, or 
check the website at www.anpr.org/donate-
ack.htm 

Return membership form and 
check payable to ANPR to: 

Association of National Park Rangers 
25958 Genesee Trail Road 
Golden, CO 80401 

Share your news with others! 
Ranger will publish your job or family news 
in the All in the Family section. 

Name 
Past Parks — Use four-letter acronym/years at each park, field area, cluster (YELL 88-90, GRCA 91-94). 

Send news to: 
Teresa Ford, Editor, fordedit@aol.com or 

26 S. Mt. Vernon Club Road 
Golden, C O 80401 
or visit ANPR's website: www.anpr.org and go 
to Member Services page 

New Position (title and area). 

Old Position (title and area). 

Address/phone number (optional — provide if you want it listed in Ranger)_ 

Other information. 
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Directory of ANPR Board Members, Task Group Leaders & Staff 

Board of Directors 

President 
Scot McElveen, Retired 
288 Letner Road, Helenwood, TN 37755 
(423) 286-8644 • ANPRScotM@aol.com 

Treasurer 
Liz Roberts, Yosemite 
P.O. Box 85, El Portal, CA 95318 
(209) 375-6547 • ANPRtreas@yahoo.com 

Secretary 
Emily Weisner, Arlington House 
250 11th St., SE, Washington, DC 20003 
(614) 406-9400 • eweisner2@gmail.com 

Immediate Past President 
Lee Werst, Women's Rights 
604 Ellington Court, Camillus, NY 13031 
(315) 487-0842 • ANPRpres@aol.com 

Education and Training 
Todd Stoeberl, Wrangell-St. Elias 
P.O. Box 284, Copper Center, AK 99573 
(907) 822-5963 • darkside0704@yahoo.com 

Fund Raising Activities 
Vacant 

Internal Communications 
Ken Mabery, Scotts Bluff 
1408 Avenue P, Scottsbluff, NE 69361 
(308) 635-9001 • maberyken@aol.com 

Membership Services 
Gregg Fauth, Sequoia-Kings Canyon 
47050 Generals Highway 27, Three Rivers, CA 93271 
(559) 561-4749 • marfauth@inreach.com 

Professional Issues 
Mike Anderson, SERO 
51 Oak Shores Drive, Newnan, GA 30265 
(770) 253-2902 • rangermikeanderson@gmail.com 

Seasonal Perspectives 
Curt Treichel, Curecanti and Saguaro 
489 Rim Road, Cimarron, CO 81220 
(520) 275-5424 • cwtreichel@msn.com 

Special Concerns 
Craig Ackerman, Crater Lake 
211 Avenue de Teresa, Grants Pass, OR 97526 
(541) 476-4267 • ccackerman@msn.com 

Strategic Planning 
Stacy Allen, Shiloh 
290 Residence Circle, Shiloh, TN 38376 
(731) 689-3451 • stacydallen@hotmail.com 

Task Group Leaders 
International Affairs 
Tony Sisto, Retired 
1348 Glen Drive, San Leandro, CA 94577 
(510) 633-1282 • tsisto47@aol.com 

Centennial Steering Committee 
Rick Gale, Retired 
3984 S. Federal Way, B-104, Boise, ID 83716 
(208) 336-9745 • rtgale@aol.com 

Mentoring 
Bill Pierce, Retired 
4325 N. Plainsman Way, Prescott Valley, AZ 86314 
(928) 775-2597 • flamingol2az@aim.com 

Rendezvous 
Dan Moses, Retired 
418 Lafitte Way, New Bern, NC 28560 
(252) 626-9692 • mosesdd@aol.com 

Retirement 
Frank Berts, Retired 
1326 Catalpa Drive, Fort Collins, CO 80521 
(970) 226-0765 • fjbktb@msn.com 

Ranger Editorial Adviser 
Mark Herberger, Minuteman Missile 
P.O. Box 391, Wall, SD 57790 
(605) 433-5552 • Mark_E_Herberger@nps.gov 

Support 
ANPR Business Address 
25958 Genesee Trail Road, PMB 222, Golden, CO 80401 
(303) 526-1380 • ANPRbiz@aol.com 
Teresa Ford, Membership Services Director 

Financial Operations 
Liz Roberts, Yosemite 
EO. Box 85, El Portal, CA 95318 
(209) 375-6547 • ANPRtreas@yahoo.com 

Ranger Editor, ANPR Website Coordinator 
Teresa Ford 
26 S. Mt. Vernon Club Road, Golden, CO 80401 
Home office of. fax • (303) 526-1380 • fordedit@aol.com 

Association of National Park Rangers 
25958 Genesee Trail Road, PMB 222 
Golden, CO 80401 

Non-Profit 
Organization 
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Stay in touch 
— www.anpr.org — 

News, features, 
member services — and more 
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